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ABSTRACT 
This study examines the requirements of change management necessary for 
'econoary school principals in the emirate of Abu Dhabi in light of New School 
Model through conducting change management requirements utilizing a questionnaire 
on secondary school teachers in Abu Dhabi and Al Ain Educational Zones during 
2011-2012. The study employs a qualitative research paradigm, where there are 47 
items and one an open-ended question are combined in a questionnaire used to collect 
data. The sample included 1080 teachers from both sexes out of 72 schools in Abu 
Dhabi and Al Ain presenting cycle 3. The study found that the requirements of change 
management necessary for school leaders are high in the six clusters, building and 
communicating a school vision, planning for change, leading change, leading the 
process of teaching and learning, leading human and physical resources and final! 
the community. The study also found that males were more positive towards change 
in education than females. Also, years of experiences impacted respondents answers 
regarding change processes and requirements. Besides, among the suggestions 
regarding the characteristics necessary for change management leaders, teachers 
suggested high qualification, strong conullunication, clarity, respect, shared planning 
and decision making as the most impoliant features a school leader should possess. 
ADEC is also recommended to serve training courses for school principals to make 
them better understand New School Model requirements and initiate a new policy in 
assigning secondary school principals. In generaL the research provides 
recommendations regarding the requirements necessary for school leaders of 
secondary school in leading change in light of New School Model. 
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HAPTERONE 
General Framework 
Introduction 
chool leaders are the people who lead and direct others to achieve 
chool district goals and objectives. They have the responsibility of managing school 
and staff to help students reach their potentials in the learning process. In the era of 
change, schools need successful leaders who understand and are able to carry change 
processes. 
Fullan (1991) insisted that not all aspects of change is improvement but all 
improvement leads to change. There is no ready plan for making improvement 
happen. He also conveyed that in order to achieve change in schools they must be led 
well and managed wisely. Teachers should be committed to change and believe that 
students are the main focus for change. 
"Hall and Hord improved the concept of change facilitator style. The concept 
explains that principals and other individuals in a position to lead change are likely to 
differ in how they view their role in the process of change. They encourage people to 
implement the changes and provide whatever assistance and guidance are necessary. 
They support those who are expected to implement change, they also take it upon 
themselves to protect individuals from continuous demands of change. Responders 
see their role as making schools run smoothly while others take the lead in the 
implementation of change. They are concerned that everyone has a voice in the 
change process, a tendency that reflects their desire to please others." (Duke,2004 pp. 
185-186) 
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hangc demands sincere shift in people's habits and attitudes, people should 
accept and support change. Change is an idea or ideas suggested by leaders of the 
organization in order to achieve specific outcomes by adjusting the behavior of others 
and their practices. It is very important to have change vision. A vision that is 
communicated to all. People's support and their motivation is very essential to make 
change successful. Without all these, leaders will definitely lack focus which will 
lead to impacts below the strategic, senior-management level initiatives (Herold 
&Fedor. 2008). 
" A n intended change may not be implemented overnight" (Duke, 2004). 
Innovativeness and strategizing are the key factors for understanding change process. 
mart leaders can guide change successfully and effectively. They specify their goals 
and decide what they have to do. They consider all variables before implementing 
change (Herold & Fedor. 2008. p.140). 
"Leadership in the new millennium will require great flexibility, courage and 
integrity. This new era requires new frameworks for institutions, both political and 
economic. Leaders must be more active and get others involved" (Marx, 2006) 
To initiate educational change a deep commitment is required by principals, 
vice principals, and teachers. They must be engaged in regular self-reflection and 
ongoing and meaningful professional development. School leaders understanding of 
how the Effective Schools Model is a framework for school reform is necessary. 
Principal seek effective school because they believe schools are where children learn. 
It is a responsibility to all in the community, and the society as a whole (Lunenburg & 
Irby). 
2 
Future principals must be aware or the big picture, has the ability for 
conceptual thinking, and they should also be able to lead the transformation process of 
the organization through people and teams (Fullan, 2001). 
In a h) pothetical Cultural Change Principal (CCP) behaves differently than 
most principals, even instructionally focused ones. Beside making it clear that student 
learning was paramount, and would monitor it with all teachers, CCP would also be 
concerned with the bigger picture - how well are other schools in the district 
perf0n11ing; ,,\hat is the role of public schools in a democracy; is the gap between high 
perf0n11ing and low performing students being reduced : (a) in my school (b) in our 
district (c) in the state and nation. CCP would also be concerned about the 
improvement of other leaders in the school with a view to how prepared the school 
\vould be to go even further after CCP's tenme as leader. In short, a Cultural Change 
Principal would have explicit, deep and comprehensive moral purpose (FuHan, 2002). 
Leadership is a complex phenomenon (West Bmnbam. 1997). Like other 
human activities, leadership is hard to pin down. The most important functions of 
leadership are: providing direction and exercising influence. Leadership can be 
defined as the behavior that enables and helps others to achieve planned goals. 
Effectiveness in organizations depends on leadership emerging, appropriately as and 
when necessary(Whitaker, 1999). "A leader is simply one who is followed 
consistently and reliably by large numbers ofpeople"(A. Wynne & Holmes, 1989) 
Leadership provides a new structure and procedure for achieving an 
organization's goals and objectives or for changing objectives and goals of an 
organization. "Warren Bennis (1989) suggested three main reasons about why we 
need leaders. First, the quality of leaders decide the level of all organizations 
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success. Leading change requires anchors and guiding purposes is a second 
rcason . Third. there are pervasive national concerns about our schools" (Hoy & 
1iskeL 1991). 
"Productive leadership depends hea\ ily on its fit with the social and 
organizationa l context in which it is exercised. So as times change. what works for 
leaders changes too. Transformational leadership for example is a sensible point of 
departure for better understanding changing leadership for changing times. Leaders 
invent patterns of practice that appear to make most sense to them in response to the 
challenges they are addressing. Truly productive leadership depends not only on 
engaging in commonly helpful practices, it also depends on recognizing and 
responding to the unique challenges and features presented by p31iicular types of 
organizational contexts and each school also has its own unique challenges" 
(Leithwood, Jantzi & Steinbach, 1999). 
Abu Dhabi Educational Council initiated The New school model as a form of 
Effective Schools Model. Highly experienced and qualified principals are required 
to hold and effectively perform their duties and responsibilities. Preparing future 
principals and improving those who are leading school in times of change cannot 
happen unless we study the issue of New School Model and the change in the role of 
principals in times of change that is touching nearly every single aspect of school 
environment. The New School Model assumes students to be at the center of an 
active teaching and learning environment supported by schools, families and the 
community. This approach focuses on students' health and safety, well-being and 
individualized learning. Improvement goals will develop strong Arabic and English 
literacy and numeracy, critical thinking, problem solving and creativity. It will also 
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emphasile cultural and national idenlit) among Abu Dhabi secondary school 
students. 
Pro\. iding professional leadership and management for a school and achieving 
high standards in all school areas are the main goals of the school principal. Therefore 
the principal is the leading professional in the school. School principal is responsible 
for providing leadership and direction, enabling a shared vision for the school, and 
ensuring that it is managed and organized to reach its aims and goals. To achieve this 
uccess a principal has to establish high quality education by effectively managing 
teaching and leaming to realize the potential of all staff and students. Principals must 
establish a culture that promotes excellence, equality and high expectations of all staff 
and students. 
To handle this, few research has been reported regarding New School Models 
and the requirements for Abu Dhabi school prmcipals who will be leading such 
schools in the age of rapid change. The researcher suffered from the lack of enough 
resources about New School Model approach. Used resources included: ADEC 
official website, newspaper articles and online reports. 
Statement of the Problem 
As organizations try to survive and remain competitive, they are reorganizing, 
re-engineering, and implementing new technology. These ongoing and seemingly 
endless efforts can put a lot of strain not only on organizations but also on individuals. 
tudies showed that there are a number of change requirements that were found to be 
vital in achieving organizational goals and in succeeding in change programs (Eby et 
aI., 2000; Gilmore and Bamett, 1992; Kotter, 1996; Martin, 1998). 
To achieve such a success requires a principal to establish high quality 
education through managing the process of teaching and leaming to realize the 
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potential of all staff and students. Principals are also expected to establish a culture 
that promotes excellence, equality and high expectations of all staff and students. 
hange obviously will lead to change in the roles of every individual occupying a 
position in an) organization. In this study our concern \vill be to find what 
requirements do school principals need to cope with the age of change management? 
In other words, leading New School Models in the Emirate of Abu-Dhabi and Al Ain 
is definitely assigning new roles and dimensions for principals leadership in schools. 
The study will focus on the requirements of change that occurred in principals roles 
and responsibilities due to the emergence of New School Models. So, our main 
questions can be phrased as: What are the main requirements of change management 
necessary for Abu-Dhabi secondary school leaders in light of New School Models? 
Other sub-questions that rise from this main question are: 
1- What are the main requirements of change management necessary for leaders 
of New School Models in general? 
2- To what extent secondary school leaders in Abu Dhabi are meeting the change 
management requirements after adaptation of The New School Model? 
3- How can it be achieved, the inculcation of change management requirements 
into Abu Dhabi Emirate Secondary School leaders? 
4- To what extent years of experience and gender can affect teachers' perception 
towards change practices on part of school principalship? 
Purpose of the Study 
The purpose of this study is to identify the roles of school leaders in light of 
ew School Model approach. And this purpose can be achieved by: 
1. Identifying the requirements of change management necessary for secondary 
school leaders of New School Model. 
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.., 
tud; the reality and changes in school leaders management in Abu Dhabi. 
[0 arrive at some suggested recommendations that may help in improving the 
tatus of secondary school leaders in Abu Dhabi to become more able to cope 
\\ith change management. 
ignificance of the Stud 
The importance of the study lies in the fact that the New School Model is a 
new and valuable approach for school improvement in the U.A.E and especially in 
the emirate of Abu Dhabi. "It is a comprehensive foundation for learning that will 
enable desired student outcomes by developing major components of the educational 
experience: teaching quality, learning enviromnent, school leadership, and parental 
involvement." 
Having such a model definitely means that it requires a distinguished and 
highly skilled leadership that cope with change management requirements. This is 
why the study will focus on the requirements for leaders of change management 
who are leading New School Models. The study hopefully will help in : 
1. Shedding light on the new models of schools and how change leaders are 
necessary for school development. 
2. Identifying the leaders of change requirements necessary to lead these 
schools in the best way. 
3. Providing some suggestion that may help school leaders of New School 
Model in Abu Dhabi to become as leaders of change. 
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Definition of Term 
Leadership : 
J Io) and Miskel (1991) in their fOUlih edition of Educational Administration: 
Theor) , Research, and Practice mentioned a definition by James Lipham(1964,528) 
that defines leadership as : the initiation of a new structure or procedure for 
accomplishing an organization's goals and objectives. Another definition from the 
arne resource defined by John K.Hemphi ll (1964,98). He defines leadership as : To 
lead Is to engage in an act that initiates a structure-in-interaction as part of the process 
of solving a mutual problem. 
According to The Free Dictionary: School leadership is the process of 
enlisting and guiding the talents and energies of teachers, pupils, and parents toward 
achieving common educational aims. This term is often used synonymously with 
educational leadership in the United States and has supplanted educational 
management in the United Kingdom. 
Change: 
According to Oxford Dictionary and Thesaurus (2007), change means to make 
or become different. Substitute, replace or move from one system situation etc. to 
another. It also means: to adjust, transform, modify, convert, vary, fluctuate, amend, 
rearrange, reorganize, reform, reconstruct. (p.88) 
Meriam Webster's Collegiate Dictionary (2003) defines change as: to replace 
with another. To make different in some particular. 
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Encarta World English Dictionary (1999) also defines change as: transition 
from something. hift from one state, stage or phase to another.(p.304) 
In addition to the previous meanings, Longman Advanced American 
Dictionar) (2007) defines change as : to change a system or organization so that 
problems in it arc no longer there (250-251). 
Ne" School Model (NSM) 
Is a new approach to teaching and learning launched by Abu Dhabi 
Educational Council? The goal of this new approach is to improve student learning 
experiences and to raise the academic outcomes of Abu Dhabi students to an 
internationally competitive level necessary to achieve The Abu Dhabi Economic 
Vision 2030. 
It also aims at confronting current challenges in the public school sector to 
initiate specific improvements in the delivery of education. This comprehensive 
foundation for leaming will make the desired student outcome possible by developing 
major components of the educational experience. These components are : Teaching 
quality, learning environment, school leadership, and parental involvement. Also, in 
order to develop the student as a creative independent thinker and problem solver. 
The New School Model has two main beliefs: That all students can learn and that the 
teacher has the responsibility for student learning. These two beliefs are basis that 
makes educators accountable for ensuring that every child is capable of learning and 
he/she has the duty to develop student's potentials. Some of the desired changes that 
are called for in the New School Model are: Improved teaching quality. All teachers 
are expected to be qualified and meet ADEC standards. Improved school environment: 
to meet the highest international standards, school facilities and resources will be 
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ueli\cred. School building is designcdin a way that students can use gain kno\'vledge 
through e:-.ploration and experimentation. 
A focus on bi-literate education: The new cLUTiculum will be delivered bi-literately 
to prcpare students to use both Arabic and English with a high fluency. This aims at 
preparing them for higher education and their future careers. A number of educators 
vvith professional teaching licenses have been hired from abroad to facilitate the 
introduction of modem pedagogic methods and nati ve English language fluency (As 
cited from ADEC official website.). 
Method 
The study will examine what are the requirements of change management of 
ew ;:jchool Model leaders and principals as mentioned in literature and ADEC's 
professional standards for school leaders. A quantitative survey research method will 
be conducted. A questionnaire about the change management requirements will be 
employed as an instrument. In addition to five scale point questions, the survey will 
include an open-ended question to know what are the characteristics of school leaders 
leading New School Models in the emirate of Abu Dhabi. "Surveys should include 
some open-ended questions to maximize variation and give respondents a chance to 
fully express themselves,. Open-ended questions are better suited to sensitive subjects 
and allow the respondents to have a voice. Open-ended questions are particularly 
useful in exploratory studies, allowing researchers to see the full variation" (Martin, 
2013). 
Scope of Study 
Because these new roles and responsibilities are handled by the school 
principals and observed by the school teachers. This study is limited only to schools 
10 
managed by Abu Dhabi Educational Council in the emirates of Abu Dhabi and Al 
Ain, \\here only secondary school (cycle 1lI) teachers of public schools are addressed 
during the academic ) ear 2012-2013. 
The Study Plan 
The first chapter includes an introduction of the issue, statement of the 
problem, purpose of the study, its significance and definitions of main terms. 
The second chapter presents literature review of characteristics and features of 
change leaders, their roles and responsibilities. 
The third chapter describes the methodology of how data were collected and 
analyzed including research method, sample, instruments and analysis. The fourth 
chapter presents the analysis of the data collected. The fifth chapter provides 
ummary, conclusions, and recommendations for New School Model principals as 
leaders of change. 
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CHAPTER TWO 
Change Manage ment and its requirements for school leaders: An overv iew 
The Nature of Change: 
Responding to globalization, technologies markets, leaders need to improve 
their strategies, plans, implement and track change, assess outcome and align 
evervthing to ensure that change forces are dealt with properlY. Successful leaders 
assess environmental conditions, organizational realities and capabilities and carefull 
choose change process and implement it. Leaders must be aware that planning and 
implementing change takes lots of psychological efforts and economic resources. 
(Herold & Fedor, 2008) 
The word change refers to a difference, a departure from the status quo. The 
main purpose of change is to improve conditions. Most of change efforts are 
designed to address specific problems, for example, inefficiency, ineffectiveness, 
retrenchment, or unmet needs. Although educational change is subject to the 
influence of other types of change, such as social and cultural change, it constitutes a 
distinct focus for inquiry and action. Schools are subject to a continuous parade of 
adjustments, alterations, and modifications. Leaders face the challenges of initiating, 
implementing, and sustaining change. (Duke, 2004). 
Dynamic change enhances development and growth processes continuously in 
response to the organization's needs. It is the result of external or internal forces. All 
parts of the organization are involved to implement change and realign existing values 
and outcomes.(Morrison, 1998) 
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Rapid change requires flexible and easy going organizations that are run by 
qualificd sta[[\'vho are willingl) adapting change. (Collarbone, 2009) 
"' uccessful leadership encounters various challenges. The greatest of these 
challenges is managing change. It requires specific skills and understandings in order 
to implemcnt necessary change, taking into consideration people's emotions and their 
acceptance or resistance to change. (O'Sullivan, 2009 
Fullrul (1991) commented that change doesn't always cause improvement but 
all impro\ement leads to change. Achieving improvement has no particular recipe. 
He also suggested some helpful messages for school: 1) Change takes time. 2) A 
school's capacity for change varies. 3) Change is complexA) Change needs to be well 
led and managed. 5) Teachers need to be the main agents of change. 6) The pupils 
need to be the main focus for change (Mac Gilchrist, Myers & Reed, 1997). 
uccessful future is the result of adjusting to the unexpected and continuous 
change and on the reality of school system experiences. Schools shape futures, so 
those who manage schools must be aware of the effects of rapid change in our lives. 
Change affects our future. We are encountered by numerous challenges to 1) Initiate 
optimistic school cultures that are future focused.2) Create a flexible curriculum that 
is able to adapt change 3) Preparing students for tomorrow worldA) Find process that 
are creative and accept change (Whitaker, 1998). 
"A changing education system is inevitable. Within a country, there is a 
constantly evolving public perception of what an education system should have as its 
priorities. It is difficult to conceive of an educational system which is not changing. 
In fact, it can be argued that change is a much more 'natural' situation that one of 
equilibrium or stability. Change is not just about the creation of new policies and 
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procedures to implement external mandates. It is also about the development of 
personal strategies by indi\ iduals to respond to, and seek to influence the impact of, 
tructural and cultural change (Bennett et ai, 1992,p.2)" (Oliver, 1996) 
Companies enjo) enduring success when they have core values and core 
purpose that remain fixed while their business strategies and practices endlessly adapt 
to a changing world. The superior companies are aware of the difference between 
\\ hat should never change and what should be open to change. The ability to manage 
continuous cbange requires a consciously practiced discipline- is closely linked to the 
abilit} to develop a vision"(Collins & Porras, 1998). 
In Kotter's Leading Change, eight processes for initiating coalition were 
suggested (l996,p21). The processes are: 1) To establish a sense of emergency. 2) To 
create a guiding coalition3) To develop a vision and strategy 4) To communicate 
change vision S) To empower Broad-Based Action. 6) To generate short term wins. 7) 
To consolidate gains and producing more change. 8) To anchor new approaches in the 
culture (Fullan, 2002). 
Also, Beer el al. (1990) suggest six steps to effective organizational change: 
1 )The mobilization of commitment to change through joint diagnosis of 
problems.2)The development of a shared vision of how to organize and reorganize in 
order to manage effectively for competitiveness.3) The fostering and development of 
consensus for the new shared vision, the development of competence to put it into 
practice, and the establishment of cohesion amongst staff to progress the change.4) 
Spreading the message and practice of revitalization across all departments without 
pushing it unnecessarily from senior management.S) The institutionalization of the 
revitalization through the development and implementation of formal policies, 
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systems. net\\orks, structures and infrastructures.6) The development and 
implementation of monitoring and adjustment strategies and practices in response to 
problems encountered in the processes of revitalization." (Morrison. 1998). 
"The purpose of vision is to help the school move from the known to the 
unknov"n. to set out the hopes and aspirations of the school for children, community 
and staff. The \ision articulates and defines the values of the school, making them real 
and attainable." (Burnham, 1997.p.118) 
The degree of alienation is the result of the change process and allocation. The 
individual is not always in a positive frame of mind to participate effectively to the 
change process. Transition must be managed effectively to help and lessen alienation. 
It will also motivate individuals to be part of the transition. (Oliver, 1996) 
Change process is complicated to achieve. There are many models that 
provide ways of how to implement change. Other aspects of change were also 
considered like: problem solving, decision making, creating and disseminating 
innovations. Discovery of the need for change, change design, plan development to 
implement the design and the implementation are the key elements of the process of 
change. (Duke, 2004) 
In a long tenn study Higs and Rowland (2005) examined particular change 
leadership practices and behaviors. Their study included extensive stories of changes 
they have been involved with and provide detailed examples of their practices and 
behaviors. The first study focused on the leaders' behaviors. They collected over 100 
change leadership stories. Analysis of these identified three broad groupings of 
behaviors. They were: 
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a) Shaping hehol'lor: That are directly related to change including communication 
and actions. Leaders act as mo\ ers or shapers: set the pace for others to follow: hold 
others accountable for accomp li shing allocated tasks and achieving expected goals; 
and control \\hat gets done in implementing the change. 
b) Framing chal1ge: Establishing starting points for change through working with 
thers to create a vision and direction for change; help others to understand why 
change is needed anu \\hat has to be done to implement change. They also give others 
the space and freedom to do what needs to be done to realize the change goals. 
c) Creating Capacity: Creating individual and organizational capabilities, 
conm1Unication and making connections. Leaders develop the skills of others in 
implementing change. They provide feedback letting others know how they are doing 
and coach them to help them improve their abilities and perfonnance. They also work 
'with people across the organization and get people to focus on processes across the 
organization rather than within their own areas of responsibility (Aitken & Higs, 
2010). 
Leadership Dimensions and its relation to change: 
"Leadership is not mobilizing others to solve problems we already know how 
to solve, but helping them to confront problems that have not yet addressed 
successfully." (Fullan, 2004). 
Long discussion about leadership led all to agree that leadership is all about 
leading, directing and encouraging others to go in a particular way. Leadership role is 
very essential for any educational institutions (Cawford, Kydd & Riches, 1997). 
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"In order for schools to successfull) meet challenges, they need to ha\ e clarity 
about their role and about the future needs. We can no better predict the future now 
than \\e could 50 ) ears ago, as the article from Popular Mechanics magazine 
demonstrates. Thc world that our children ""ill inhabit as adults is as far, if not further, 
remo\cd from the one we live in as the one that we live in is from the world of our 
parent" (Gerver, Richard & Robinson. Ken, 2010). 
Leadership is more especial ly concerned with: 1) personal and interpersonal 
beha\ ior.2) focus on the future.3) vision and purposes A) change and development.S) 
quality of outcome.6) achievement and success.7) personal effectiveness 
(\Vhitaker,1998). 
"The importance ofleadership for successful educational change is well 
knO\\11. Effective leaders know that the ability to lead change in an organization is 
critical for the success of school reform. Principals have a responsibility to lead 
change efforts that create effective educational practices and increase student 
achievement. All educational investors must understand that the reality of change for 
individuals and organizations can take a considerable amount of time before reform 
efforts are actualized. Leaders should focus on a limited number of specific goals in 
order for change to be successful." (Fullan, 2001). 
The leadership role is key to successful change management and in order to 
lead and manage the cycle of change effectively the leader needs to be able to adapt to 
the change positively, and understand its process. This means being very infon11ed 
and sensitive to those people affected by the change (no matter how limited the effect 
is). Leaders need to understand how change affects staff and how this in tum can 
impact on the running of the setting. Leaders have to find a way to maintain a sense 
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of purpose so that the sta1T feel safe and know where they are being lead (O'Sullivan. 
2009). 
One of the most impoliant tasks as a leader is to inspire excellence, which 
annot be inspired by modeling mediocrity. The people at school must know that you 
are ahva) s \vorking hard and that you are very serious about making your school 
better. Thev must know that vou are pushing forward every day, not just on some 
days, to bring about improvements. You convey this attitude by your words. You also 
convev it bv vour actions. By examining the lives of people who are champions, you 
leam that thev do everything within their power to perfom1 at the highest levels. They 
don't just do some of the things that are necessary to achieve success. They do 
everything (Thompson.201 O. p 31). 
"Effective leaders cultivate leadership in others. The main mark of effective 
leaders is how many effective leaders they leave behind." (Fullan, 2004). 
Educational leaders are aware that many teachers and other educators often 
feel as if they are pawns in a larger game of chess in which school and district leaders 
place obstacles to educators doing their jobs. Such feelings can inhibit the ideas and 
development from administrators of collaborative programs such as PLCs. If teachers 
could only walk in an administrator's shoes for one day, they would find the view 
much different from what they currently envision it to be. With the current challenges 
for schools in mind, leaders want to establish a system that works. Establishing an 
effective staff development team approach and a powerful strategy for school change 
and possible improvement is the only hope for our schools today. The mission should 
be a reflective process where the progress of both individual and school community is 
achieved (Melvin, 2011.p.61). 
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Educational leadership incorporates attributes such as: goal setting; team\\ ork 
and collaboration: support; listening; communicating: development, articulation, 
implementation, and execution of a common vision; motivating; risk taking; inspiring· 
moving people toward their goals: and capitalizing on the strengths of each individual 
as part of the whole of the team (Strike, 20 1l. p 24) 
Leslie Marks's ability to "support the adults so that they can support the kids" 
is an in-a-nutshell description of instructional leadership. Her experiences vividly 
illustrate what such leadership looks like and how it can be developed- a pressing 
concern that has grown in importance as researchers, policymakers, and practitioners 
have increasingly recognized the role of school leaders in developing high-performing 
chools and closing the achievement gap. Largely overlooked in the various reform 
movements of the past two decades.(darling-Hammond, 2009.p4) 
Leaders need to be better listeners, more humble and creative. To be a better 
listener, they need to display an open mind, participate in active listening, and ask 
people about what they think of something. Display confidence but a willingness to 
give a chance to other people's ideas. Think hard of what can be done. Think outside 
the box, even on daily routines. Be innovative and creative. On a daily basis ask, 
"'What can make us failT Find techniques to lower stress. A leader needs to be 
respected but not liked. Be spontaneous. You make the future. Brainstorm for input. 
Generate conflict for creativity, and keep in mind that all ideas have the same 
importance (Strike, 2011. p 25). 
"The leader is the one who listens carefully, helps others frame the issue, 
brings a sense of urgency, and creates confidence about the next step." (Conant & 
orgaard, 2011). 
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In order to meet the challenges associated with national and state expectations, 
pnncipals must focus on teaching and learning, especially in terms of measurable 
tudent progress. As a result, today's principals concentrate on building a vision for 
their schools. sharing leadership with teachers, and influencing schools to operate as 
\earning communities. Accomplishing these essential school improvement efforts 
requires gathering and assessing data to determine needs, and monitoring instruction 
and curriculum to detennine if the identified needs are addressed.(Richard, 2008. p 4). 
Leaders are born was a thought inherited by many for a period of time. 
Characteristics of effective leaders were the main focus of researchers in their studies. 
In 1960s views on best styles of effective leaders were focused. Hercy and Blanchard 
(1993) believed in leaders abilities to adapt to the head of the followers (Aitken & 
Higgs, 2010). 
"Careful attention needs to be paid to 'who will be involved both leaders and 
follo\vers. Providing directions, motivating followers to exert the effort necessary to 
achieve organizational objectives, supporting or enabling such eff0l1s are the role of 
the leaders. Both Managing and leading are embodied in the change leader. Change 
leadership often require the articulation of a future vision. It is also about setting the 
stage, making convincing arguments, developing a reasonable details. In other words, 
it is about applying the proposed change framework. A change leader doesn't only 
know what needs to be done, but also how to do it. It is the inspiration and 
perspiration of the leader that will motivate followers to support and work on behalf 
of change. "(Herold & Fedor, 2008). 
Organizational effectiveness depended greatly on leadership. Interest in 
educational leadership has increased over recent decades. Leadership has long been 
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seen as a ke\ factor in organizational effectiveness, and the interest in educational 
leadership has increased over recent decades. This is for a number of reasons: 
' hanges to the education system, such as the gro\vth of school-based management in 
man) countries 0\ er the past two decades, \\ hich has meant more influence for the 
chool and therefore a greater role for the school manager, as powers and 
responsibilities have been delegated or even devolved from nationaL regional, or local 
lc\'els to th hool. School leadership is very crucial for all phases of the school 
de\elopment process and is held responsible for keeping the school as a whole in 
mind and for adequately coordinating the individual activities during the improvement 
processes ( Huber, Bhavan & Hader-Popp, 2010). 
"Good leadership requires us to recognize the challenges and where possible 
have an option that will help us address the situation so we get the outcome we want 
as painlessly and positively as possible. "(O'Sull ivan, 2009). 
"Effective change leaders work on changing the context and conditions unders 
which people operate" (Fullan, 2004). 
The context in which leadership occurs is very crucial for the practice of 
leadership. Also, the nature of leadership is creative and for this the personal factor is 
important too (Morse, 2007). 
Another dimension of a leader of change is community involvement. 
Principals must provide training and infom1ation to help fan1ilies understand their 
children's development and how to support the changes they undergo. They reach out 
to families with information about school programs and student progress. Willing to 
establish bridges with community leaders will create flexible schedule to enable more 
parents to participate and by working to match the talents and interests of parents to 
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the needs of students, teachers, and administrators. Principals encourage their teacher 
to train famil) member to help them assist their children at home. Parents are given 
roles that arc meaningful in the school decision. Principals also can help families and 
communit) groups provide services such as recycling programs and food pantries 
(Lunenberg & lrb). 2006). 
Change demands distinguished leadership 
Organization transfonnation depends greatly on the role of leaders. They 
overcome transformation challenges by adjusting the environment.(Kotnour, 2010). 
hange maintains competition on individual and national levels. Organization must 
consider change. Effective principals leadership encourage vision building, set the 
tone of the schooL and shape in many ways, the conditions in which teachers 
work.(Bosher & Hazlewood, 2009). 
One of the most impol1ant tasks as a leader is to inspire excellence, which 
cannot be inspired by modeling mediocrity. The people at school must see your hard 
work and that your seriousness about making your school better is visible and notable. 
They must your regular advancing daily, not just on some days, to achieve progress. 
Your attitudes must reflect your words. You also communicate it by your actions. 
They don't just do some of the things that are necessary to achieve success. They do 
everything (Thompson, 2010. p 31). 
Successful principals for change communicate a vision of refoffi1 goals 
throughout the school. They encourage experimentation and allow faculty to fai l 
from time to time. They also recognize success in others rather than claiming it to 
themselves. These principals share teachers the responsibi lity for student success. 
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rhis helps in rapidly mUltiplying reform efTorts by engaging many faculty members 
throughout the school to contribute effectively and creatively in leading change. 
\Iso, change leaders successfully engage community support from parent, busines 
and other conU11Unity resources to make change more enduring. Leaders of change 
understand the requirements of change, so they provide training in specifIc curricular 
improvements and assistance with problem solving during the phase of 
implementation. Successful change leaders request additional resources during school 
improvement effol1s. They remove barriers by making policies flexible, finding 
creative ways to circumvent barriers imposed from the outside (Lunenberg & Irby, 
2006 p. 249). 
uccessful Professional Learning Communities (PLCs) require a shift in the 
traditional leadership role from a leader-centered (top-down) to shared leadership. 
Educational leaders must be willing to do this, and buy in this process, in order for the 
school to be successful as an academic organization. Often, a top-down leader creates 
the vision statement: staff members are then encouraged to adhere to the goals 
outlined in the statement (Melvin, 2011.p62). 
In order to meet the challenges associated with national and state expectations, 
principals must focus on teaching and leaming- especially in terms of measurable 
student progress- to a greater degree than heretofore. Consequently, today's 
principals concentrate on building a vision for their schools, sharing leadership with 
teachers, and influencing schools to operate as learning communities. Accomplishing 
these essential school improvement efforts requires gathering and assessing data to 
determine needs, and monitoring instruction and curriculum to determine if the 
identified needs are addressed (Richard, 2008. p 4). 
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The Conso lid ation of Change 
O'Sullivan (2009) suggested that when implementing change leaders and 
managers are either making or responding to events that require change and 
adj ustments to work practice and the management of the setting. Change leaders must 
understand ho\\ to lead change and harness, focus and orchestrate others so thev are 
moving positively lo\\ards the common purpose which is the change thev want to see 
happen. All organizations, should seek ability to respond to change in order to remain 
competitive. Those leading organization will know what it feels like to have to react, 
reform and renew themselves in order to respond quickly and successfully to frequent 
politicaL social and economic upheavals that can affect their funding and support but 
also the requirements for skills and talent. All this is very unsettling for staff and 
requires the leader to keep the organization running smoothly despite the changes. 
"Leadership is described as finn and purposeful, sharing leadership 
responsibilities, providing decisive and goal-oriented participation of others in 
leadership tasks, so that there is a real empowerment in terms of true delegation of 
leadership power (distributed leadership) and that there is a dedicated interest in and 
knowledge about what happens during lessons in the classroom." ( Huber, Bhavan & 
Hader-Popp, 2010). 
According to O'Sullivan (2009) Ghandi stated that you are the change and if 
you want to see it a leader needs to be able to communicate that change. 
"Productive leadership depends heavily on its fit with the social and 
organizational context in which it is exercised. So as times change, what works for 
leaders changes too. Transformational leadership for example is a sensible point of 
departure for better understanding changing leadership for changing times. Leaders 
invent patterns of practice that appear to make most sense. To them in response to the 
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chalJcnges they are addressing. Trul, productive leadership depends not only on 
engaging in commonl, helpful practices, it also depends on recognizing and 
responding to the unique challenges and features presented by particular types of 
organizational contexts and each school also has its own unique challenges." 
(Leithv. ood. Jantzi & Steinbach, 1999). 
Leadership depends for its existence on shared responsibility and 
accountabilit, . Significantly, leadership becomes much more focused on coaching for 
improvement and succession planning to ensure sustainability is built into the system 
(Collarbone. 2009). 
There seems to be an assumption that once aims, objectives and means of 
assessment have been clarified and placed in a plan all that has to be done is to follow 
rationally a series of steps. Leaders should possess the necessary qualities and skills 
(Day, Hall & \Vhitaker, 1998). 
Purposeful leadership of the staff by the head teacher considered to be one of 
the most important characteristics of effective schools in both academic and social 
areas. This occurred where the school's needs were understood, when the head was 
actively involved in the school and was good at sharing power with the staff. He or 
she didn't exert total control over teachers but consulted them regularl y or when 
needed in decision making such as spending plans and curriculum guidelines. 
Outstanding leadership can be characterized as 1) vigorous selection and replacement 
ofteachers.2) frequent, personal monitoring of school activity and sense-making.3) 
high expenditure of time and energy for school improvement actionsA) support for 
teachers.S) acquisition of resources.6) Superior instructional leadership.7) Availability 
and effective utilization of instructional support personnel (Reynolds et ai, 1996). 
25 
Both leadership and management are necessary for a school to be effective. 
L:ach must be present, but they are quite spate in their meaning. Leadership is the 
abilit) to move the school forward. An effective head teacher needs to be both a 
leader and a manager ( Dunford, FaVvcett & Bennett, 2000). 
When leaders understand that organizations arc living, dynamic agencies, the_ 
reconceived leadership in a new perspective. They can be leaders (managers, 
controllers, directors) when dealing with things. But dealing with human beings calls 
for facilitators: helpers. aides, assistors, ministers to a process. This requires 
educational Leaders to wear two hats, as managers and faci litators. They also must 
knO\\ when each role is appropriate. Whatever their role, educators constantly seek 
"right" methods for dealing with problems. When they confront a problem, most 
teachers or administrators first ask, "How can I? What should I doT These questions 
are holdovers from the manipulation-of-forces concept of working with things 
(Combs; Miser & Whitaker, 1999). 
Distinguished Characteristics for leaders of Change: 
The leadership role is key to successful change management and in order to lead 
and manage the change cycle effectively the leader needs be able to adapt to the 
change positively, and understand the process. This means being very informed and 
sensitive to those people affected by the change (no matter how limited the effect is). 
Leaders need to understand how change affects staff and how this in turn can impact 
on the ruMing of the setting. Leaders have to find a way to maintain a sense of 
purpose so that the staff feeL safe and know where they are being lead. Leading 
change can be an art rather than a science and so responses are not predictable. 
Therefore it is useful to have some sense ofthe patterns that help make changes 
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successful \\ hi Ie also keeping a balance and responding to the actual situation. 
Ultimately. leaders need to moti vate staff to accept the change and then to actually 
want it! (O'Sullivan, 2009). 
sing the Kenned} Space Center (KSC) experience, we define six 
roles a leader pIa) s in a transformation: 
1. Im'olve the team in strategy. 
2. Pro\ ide a vision [or the organization. 
". Chart a course for the future and pick the right change approach. 
4. Implement rational decisions and actions. 
5. Create an environment for strategy. 
6. Demonstrate commitment (Kotnour, 2007). 
"You will tlnd mostly all successful leaders posses the same qualities when it 
comes to the basic principles of leadership practice. Building vision, setting 
directions, understanding and developing people, redesigning the organization, 
managing teaching and learning program" ( Huber, Bhavan & Hader-Popp, 2010). 
According to Jones (2004) there are certain characteristics that fonn effective 
leadership. On e must fully know and understand the overall structures of managing 
and leading. Some of these traits are are: Focuses on perfonnance; responding to 
things correctly; create own style of achieving things; develops personal knowledge; 
have systems of knowledge; chooses effectively from alternative courses of action; 
does not depend on standard and pre-detennined solutions; monitors own decisions; 
develops self-awareness; learns from experience; makes personal sense out of what is 
happening; looks at old problems in a new way; fully understands how the work fits 
with all other aspects of personal and professional life. 
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"These characteristics are the strength of an organization. The leader must 
recognize that this \\ill be po\\erful from the wealth of talent that is obtain from thi 
position. Such traits arc of intcgrit;, humility, magnanimity and fairness become a 
required strength for the leader at the top." ( Bosher & Hazlewood. 2009). 
" A S a whole. successful leaders must blend these understanding to make them 
unique. These different views are making a change" (Herold & Fedor, 2008). 
"Managers need a new way to think about managing change in today's 
kno\', ledge organization. Managers need to think in tem1S of overseeing a dynamic. 
Managers must connect and balance all pieces of the change effort. Managing change 
is like balancing a mobile. It means managing conversation between the people 
leading the change effort and those who are expected to implement the new strategies. 
creating and organizational context in which change can occur. "(Duck, Collins & 
Porras. 1998). 
Change Agents: The Change Care Takers. 
For successful implementation of change leaders and managers respond to 
incidents that require immediate change and adjustments in workplace and 
management of the setting. Change can be a stimulus for new ideas, enthusiasm and 
commitment ( Q'Sullivan,2009.p.39). 
Bums (2004) defines change agents as "The people responsible for 
directing. organizing and facilitating change in organizations". "Doyle (2001) voices 
concern for change agents operating in an environment of high velocity and 
discontinuous change ranging from: Appropriateness of change agent; . skill 
capability; individual motivational reasons for taking on a change initiative; 
sanctioning or non-sanctioning of change initiatives; . management coercion of 
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employees; getting the right level of management control; vol ume of change projects: 
and personal pressure on individuals to underiake change." (Massey, Williams. 2006) 
Richard & Catano.2008. also asserted that in order to meet the challenges and 
expectations of the education district, leaders must focus on the processes of teaching 
and leaming- especially in tenus of measurable student progress. Consequently, 
today's principals focus on building a shared vision, shared Jeadership with teachers, 
and influencing schools to perform as learning communities. These essential school 
impro'vement efforts require gathering and assessing data to detennine needs, and 
monitoring instruction and curriculw11 to detem1ine if the identified needs are 
addressed. 
Visionary leadership and Leadership Performance 
"Fom1s of leadership and their importance for schools Concepts of leadership 
and ideas about leadership in general are comprehensively documented (Schein, 1985; 
Leithwood et ai., 2000). A list of different forms of leadership derived from tIlls 
tradition might include: • authoritarian • charismatic · collaborative • contingent · 
cultural • ethical · moral · participative· servant · situational · transactional • 
transfonnational • visionary. This listing provides a sample of some of the descriptors 
of leadership. Some, for example authoritarian, charismatic and collaborative may be 
seen as self-explanatory" (Jim, Daniel & Janet, 2008.p.IS). 
Shamir and Howell assert that: The charismatic leader's vision often brings to 
potential followers' attention the existence of opportunities for change, infuses them 
with hope and faith regarding that change, and mobilizes their energies to devote 
themselves to the vision (p. 264). Thus, a leader 's ability to powerfully articulate a 
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compelling and \ iable vision is critical for initiating organizational change by 
enhancing followers' openness toward change, collective efficacy to radically 
transform the status quo, and trust in the leader's vision . In short, the effectiveness of 
a leader's visionary behavior may be viewed, in part, as the magnitude of 
organi7ational changes that are facilitated in the organization. 
William Glasser (1998) indicated successful leading, requires four essential 
elements: Workers are engaged in a discussion to bring progress to the work quality 
by their leaders. Workers are also allowed to show and explain their own input. The 
leader is aware of fitting the job to the skills and needs of his workers. The job is 
modeled by the leader in order to clarify what is expected from the workers. Workers 
are encouraged to self evaluate their work in seek for quality. The leaders facilitate 
whatever possible for workers and provide them with resources that might help them 
perfonn their jobs (William Glasser, 1998). 
"Hakala (2008) identified several leadership traits are: Excellent 
communication skills, to be able to communicate the organization's vision in terms 
that members of the organization are convinced by. Disciplined to work towards the 
vision single-handed as well as encouraging the members of the organization to 
contribute towards it. Integrity in combining the outer organization actions with its 
inner values, both as a corporate body and as an individual. Finally, honesty and 
dedication to complete the task. Creativity, the ability to think differently. Fairness, 
the act of dealing with others consistently and justly. Assertiveness, all leaders must 
be this in order to get things done without any misunderstanding of what is required. 
A sense of humor to relieve tension, prevent boredom and defuse hostility. Added to 
these traits. two more should be considered for inclusion. The traits of courage and 
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risk taking are often mentioned as being possessed by good leaders"(Bosher & 
lIazel\vood 2009, p.84) 
Previous Studie 
The No Child Left Behind Act (2001), resulted in great focus on student 
accountability and standards, which changed the environment of education (Rammer, 
2007). For school refonn to be effective and sustained there is a need for effective and 
sustained leadership. In 2010, Valenti and Strobert studied (Leadership 
responsibilities associated with student academic achievement: A study of the 
perspectives of national distinguished elementary school principals in an era of 
high stakes accountability). They conducted A self-administered survey instrument 
to collect quantitative data about the level to which elementary school leaders agreed 
on the responsibilities that have the most significant impact on student achievement 
\\-hen guiding complex change, The data suggested that all 11 behaviors identified by 
Waters, Marzano, and McNulty (2003) were considered important. However, the 
three most important leadership responsibilities, when guiding complex change and 
improving student achievement, were, (1) establishing strong lines of communication 
with and an10ng teachers and students communication; (2 monitoring the 
effectiveness of school practices and their impact on student learning 
(Monitoring/Evaluating); and (3) fostering shared beliefs and a sense of community 
and cooperation (Culture). 
Principals way of communication in the school with staff and students is 
important to enhance and encourage students achievements. 
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Educators, business persons and concerned citizens widely discussed the issue of 
change in schools. In a descrirti\ e study of (The Skills and Attributes of Principal 
Who Have Become Effective Change Agent). Katz, Melvin B in 2004 discussed 
what are the skills and attributes principals need to enable them to generate positive 
change? The purpose of the study was to detelmine what types of specific skills and 
attributes previewed by successful principals are associated with creating positive 
change in their school communities. Factors may include but not be limited to: 
personal attributes, educational background, experience, political skills, ability to 
navigate the system, personal and impersonal relationships, philosophies, vision, and 
ability to plan a well conceived course of action to implement a new design. The 
researcher concluded that such skills are gained through environmental experience 
and training. The significance of the study was to provide superintendents and school 
boards with a realistic profile of skills and attributes needed by candidates for 
principal in their districts. Findings reflected 9 skills as important to being a 
uccessful change agent are : Identify and Analyze Problems; Make Decisions; 
Communicate Orally; Generate a clear vision; Motivate Others; Generate Trust; 
Interpersonal Skills; Monitor Progress and Evaluate Progress. Respondent principals 
deemed that there were three critical areas of skills necessary to be successful. This is 
consistent with the literature when the change process begins with a clear 
understanding of the proposed change, and ends with the need for principals to build 
the capacity of their staff to implement staff needs and to appropriate staff 
development opportunities(Covey,1998). 
Principals agreed upon a number of skills necessary to implement change in their 
organizations. 
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Analysi" of Kristen Ninni in his stud) (Building Level Principals As Change 
gents in A Response to Intervention Reform Initiative) 2010, shown that the 
pri nci pals demonstrated perceptions 0 f themsel ves that were representative of having 
!.-nov.ledge of change .self-efficacy of change ,and skills of change .The content 
analysis of the interviews and observations with the members showed that the 
members had very similar perceptions of the principals 'knowledge, se lf-efficacy and 
kills of change as the principals had of themselves. The findings suggest principals 
generally perceive the most challenging parts of refom1 lie in the development of 
staff, and generally rely on data to support decision making. Findings demonstrate a 
uesire on the pmt of the principals to remain focused on the changes as they occur and 
respond appropriately to current situations, exemplifying knowledge of change. 
Additionally, all of the principals reported considering the use of data very impoltant 
to decision-making, which supports the idea that the principals had a true 
Lmderstanding of what it takes to implement refom1 in a school. 
Leading change requires true awareness and commitment about the nature of 
change that is wished to be implemented. 
(Principals as change agents) is a multiple-case study carried out by Peterkin 
and Tolbert in 1997 of three urban middle school principals engaged in systemic 
chool reform offers an analytical and interpretive perspective of how principals 
understand their responsibilities as educational leaders. Data were gathered from 
interviews with teachers, the principals in the study, and the administrative staff at 
each school. Additional data were obtained by following the principal around the 
school; sitting in on conferences; listening to conversations he/she had with parents, 
teachers, and students; and attending, with the principal ,events and functions away 
from the school. Documents from the schools ,participating universities, and central 
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ofliccs were also collected and analvzed . The study found that understanding 
responsibilities as educational leaders \\ho functioned as change agents in their 
schools were derived [rom their personal vision rather than from their professional 
training. One of the impl ications of the study was that school districts need to focus 
more on the role of the principal in the change process. This study indicates that 
chool-based refonns are unlikelv to happen without the full commitment and 
involvement of the principal. 
chool leaders need to be more conscious about change requirements . Personal 
vision and self commitment are valued to be very necessary and important in leading 
change. 
Naseer Ahmad Salfi, Division of Education from the University of Education in 
Lahore, Pakistan, conducted (Successful leadership practices of head teachers for 
chool improvement Some evidence from Pakistan) a descriptive study to identify 
the successful leadership practices of head teachers for school improvement at 
secondary level in Pakistan. The findings of the study revealed that the majority of 
the head teachers of successful schools developed a common and shared school vision 
and promoted a culture of collaboration, support and trust. They empowered others to 
lead and distributed leadership responsibilities throughout the school; involved 
different stakeholders in the process of decision making; developed and maintained 
good relationships among different personnel of school community. They emphasized 
the professional development of teachers as well as themselves, and involved parents 
and community in the process of school improvement. 
Interpersonal communication skill s, collaboration and shared responsibility play 
vital roles in leading school successfully. 
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In 2010 Masewicz, Sophia Marsh. Published Doctor of Education dissertation, 
employed a stud) (School P"incipals: Illuminating the Behaviors and Practices of 
Effective School Principals in Challenging Public School Contexts) to reveal the 
behaviors and practices of eJTective school principals in challenging public school 
contexts. The results of the study illuminated the behaviors and practices of effective 
'chool principals in challenging public school contexts. The paradigm data 
analysis process assisted the researcher in digging deeper into the properties and 
dimensions of the organizing concepts. As a result, the consequences (outcomes) of 
the principals' behaviors, practices, and sense-making revealed a fundamental 
influence of a servant leader, the phenomenon of effective school principals in 
challenging public school contexts. 
Committed leaders act as servant leader in directing their organizations. 
Jordan ,Debbie jKowalski and Kasimir study in 2009 (An investigation of 
leadership practices that promote academic achievement and success of schools 
in the upstate regions of South Carolina) investigated leadership practices that 
promote academic achievement in schools located in the Upstate region of South 
Carolina. A secondary purpose was to examine specific identifiable leadership 
practices which may differ among elementary, middle, and high school leaders. 
Questions for the survey were developed from effective leadership characteristics, 
skills and practices of principals in the literature. Each principal received a letter 
explaining the nature, purpose and importance of the study. The results of the study 
indicated teachers tend to agree that the identified practices of effective leadership 
were important in promoting academic achievement. 
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( Implementation strategies for effective change: A handbook for 
IDstructional leaders) is another study that aimed at research, develop. and validate a 
handbook. or eITective strategies that an instructional leader can implement and that 
are more likel) to bring about and sustain a successful change process. The study was 
nducted b) Shelley A.Aistrup in 1982. The findings of the study were: (\) the 
role 0 f the principal has changed [rom that of a manager to an instructional leader 
\\ ho possesses a broad base of pedagogical and content knowledge and who 
understands how to lead a staff through a complicated change process; (2) a handbook 
that pro, ides guidance and support for principals leading a change process focused on 
the improvement of instruction to raise student achievement would be a useful 
resource; (3) development of a comprehensive handbook or guide that blends theory, 
research, and practice for instructional leaders would be a beneficial resource; (4) the 
study produced a comprehensive guide to assist instructional leaders who are leading 
a change process focused on the improvement of instruction to raise student 
achievement, and (5) the strategies included in the handbook allow principals to 
adjust and adapt according to their schools' unique situation and needs. 
Roles of principals have changed to focus on instructional leaders. A 
handbook that include strategies will help principals to acquire practices and skills 
necessary for leading schools successfully. 
In 2011 Sewell , 
Glenn http://search.proquest.com.ezproxy. uaeu .ac.ae/ docview .Iatera Isea rch Ii n k: latera Isea r 
chi sng/ a utho r /Mach i, +Lawrence/$N ?site=pqdtft& tac=896959216/a bstract/13534 7B B04F 5 
64FF08E/3&t:cp=maintain/resultcitationblocks from the University of La Verne studied 
(Leadership strategies in facilitating organizational change: A case study of a 
school district unification). School district leaders continue to manage 
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organizational changes and conflicts brought on by pressures to reorganize and 
consolidate districts. The purpose of this ethnographic case study was to identify and 
describe principles used b) school district leaders in dealing with structural. cultural 
resource-related. and people-related forces causing, and resulting from one [onn of 
organizational change :school district unification. Internal participants included 
chool board members, administrators, certificated, classified ,and confidential 
employees from both districts involved. External participants included county office 
board members and administrators, community members, professionals, and business 
owners. Findings from qualitative data revealed 12 effective principles used in leading 
a successful school district unification. Some of the mentioned leadership principles 
included (a) communication is thorough and public; (b) (public meetings provide 
avenues for community feedback and input; (c) (transparent communication regarding 
the impact on educational services is necessary; (h) community readiness is a 
determinant; (d) educational services are improved by reducing administrative 
bureaucracy. Experienced and knowledgeable leadership was the most important 
component in this successful unification. 
Organizational change depends to some extent to personality dimensions. The 
greater the personality traits, the more successful leading change in organizations will 
be. 
In 1992 (Leadership Characteristics that Facilitate School Change) Morse 
and Sylvia presented accurate and essential characteristics for individuals leading 
change in their organizations. The data regarding the characteristics of leaders of 
educational change may be used as a guideline for self evaluation or for the selection 
of individuals who will lead or participate in implementing school change. The paper 
provided an increased focus on the type of individuals that lead educational change. 
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Ihesc information can be used in: 1) pro\ iding a guide for identifying in oneself and 
companions the characteristics that are facilitating the innovations implementation.2) 
Detemline ,'hich leadership characteristics are most essential for their unique 
situation3) Plan professional de\ elopment activities that would foster and encourage 
the acquisition of these characteristics.4) Design learning activities and experiences 
that foster, promote. encourage and enhance the f0J111ation of these characteristics in 
education. 
Morse and Sylvia's study can be used as a guideline for implementing change. 
It is also a great source for designing activities and encouraging characteristics in 
instructional leadershi p. 
Some school leaders are committed to implementing needed changes. 
Goodvin, Sharon in 1981 studied (School leaders' readiness fo r systemic change 
in Kansas schools). This study examines the perceptions of school leaders who 
continue to be involved in systemic change initiatives in the state of Kansas. The 
focus of this study was to detern1ine the characteristics, activities, and behaviors that 
prepared them to accept their change leadership role and take action for change .. The 
conclusions of the study were presented in the form of a model describing leaders 
learning to change .Tbe model emphasized that in order for cbange to occur 
leadership and learning were required. The title of the model was (Leaders Learning 
to Change). 
Both learning and leading are essential for change to occur in any 
organization. 
(A qualitative study of the administrative roles of school principals and 
how th ey may adversely affect a principal's role as a successful instructional 
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leader) 2005 by Frances B. Dixso n Utilizing a series of interviews, the 
administrati\ e roles of school leaders and the impact these roles have on leaders as 
ke) ngures of instructional success in schools are discussed. Providing an historical 
ovcnie\\ of the administrative roles of principals as learners, boundary scalmers, 
managers, and leaders of accountability measures, the research also addresses 
principals as instructional leaders employing teacher leaders and meaningful teacher 
evaluations as major components of successful instructional leadership. Due to the 
administrative roles of school leaders that may negatively impact the leader's roles as 
an instructional leader. this study 1. Identified school leaders as being both pri.ncipals 
and teachers actively involved in instruction to meet the federal, state, and local 
mandates related to student achievement. 2. Evaluated whether small schools or 
schools within schools may impact principals management responsibilities that 
adversely affect the role as instructional leaders. 3. Identified effective evaluation 
tools used to select and maintain the most effective teachers to assist school leaders in 
implementing the vision of instructional leaders. The research identified experiences 
and perceptions of school leader's time spent on management issues, personnel, 
scheduling, evaluations, discipline, budgets, safety issues and district mandates and 
how these experiences and perceptions impact the principal's role as an instructional 
leader. Although the roles of school leaders have become more complex over the 
years. school leaders are finding ways to perform all duties and responsibilities 
associated with the job. Principals interviewed discussed long days, bus duty, building 
managing, discipline problems and meeting with parents and teachers as tasks that 
impact the job on a daily basis. The principals also were concerned with the amount 
of paperwork associated with the job. Several principals cited A YP, FTE, school 
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beautification and other reports as examples of paperwork that consumes a great deal 
of a principal's time daily . 
This stud) explains that the changing roles and responsibilities are behind 
ceking ways and styles for leading and managing daily duties. 
(The changin g roles and responsibiliti es of th e high school principal) is 
another stud) that \\as conducted to explore the changing roles and responsibilities of 
the high school principal. The study was conducted by Darrell L. MarkJey in 2008 . 
This study examined the individual and group perceptions of various high school 
principals as to whether or not their current role has been evolving to include 
additional dailv activities. These additional activities are mainly of a managerial 
nature and require high school principals to deviate from their role as an instructional 
leader for their building. A survey was developed and sent to high school principals 
who lead buildings with high school students only. A random sample stratified by 
count) in the state of Pennsylvania was used to select high school principals from 
counties with more than five high schools that met the criteria. Counties with five or 
less high school principals that met the research requirements were automatically 
included in the research. The survey examined the perceptions of the respondents 
regarding the current constraints placed on high school principals as they relate to the 
important items in their daily routine. Stress related to the items listed was also 
examined. Principals were also asked to select three items from a list of ten that they 
would remove from their daily activities if they could. They survey also explored the 
realm of leadership responsibility and the length of time that current principals have 
been working on specific areas. The results of the survey were examined statistically 
to determine the specific managerial and instructional areas having the most effect on 
the high school principal's role and responsibi lities. Data from the survey were also 
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correlated v,ith background information of the individual who responded to the 
survey. 
What is clear that systemic change needs to occur in our educational system, 
but \\hat Is not clear is how these changes will affect the roles, relationships, and 
responsibilities of the principaL The purpose of this qualitative case study (The 
effects of implementing systemic change on principal's roles, responsibilities, and 
relationship) was to focus on the impact that a systemic reform initiative has on a 
principal's roles, responsibilities, and relationships, as well as the school's power 
tructure. This study focused on Milbury and Granite Middle schools. Study findings 
suggest that within the current framing of accountability, a principal is expected to 
simultaneously master managerial roles (discipline, budgets, evaluating staff) and 
transformational leadership roles such as facilitator, inquirer, and bridger. All of 
these roles must be fulfilled by the principal in order to keep the school running on a 
day-to-day basis as well as to facilitate the change process. However, if a goal of 
systemic reform is to create truly democratic schools, all of these roles must be shared 
by all stakeholders. Therefore, for successful systemic change to occur, 
accountability must be shared by all stakeholders. No longer should principals be 
evaluated on issues of efficiency such as student test scores and market driven factors. 
Rather, principals should be held accountable for issues of efficacy such as creating 
tructures that embed into the school's culture self evaluation and renewal, ongoing 
data gathering and analysis, and authentic, collaborative decision making where all 
stakeholders partici pate. 
The researcher suggests successful systemic change demands principals' 
accountability that differs from student evaluation . To implement change new policies 
of evaluation must be adapted. 
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(Leading change: The role of th e principal leadin g schoo l improvement 
through implementation of the Iowa Professional Developm ent Model) in 2008 
by Pamela Armstrong-Voge l is a qualitative case study. The purpose of this case 
tudy was to discover and understand the behaviors and practices of one school 
principal in a high implementation school as he worked with a staff using the Model. 
nderstanding how a principal led staff as the Model was implemented should help to 
inform others regarding the development of capacity and new knowledge and skills 
that are needed by those in schools. Data were collected that related to the behaviors 
and practices demonstrated by the principal during implementation of the Model. Data 
included observations of professional development sessions, leadership team 
meetings, principal interviews, document analysis, and field notes. This study found 
there were 16 specific practices and key factors enacted by the leader which 
contributed to the teachers' implementation of research-based practices and 
professional development. A principal needs to be able to help colleagues understand 
how school improvement can be integrated into the building and provide the supports 
necessary. 
Principals should be make sure that all stakeholders understand what are the 
demands of improvement and how it can be achieved in their organizations. 
In 2008, Sudsberry ,Marilyn from Indiana State Univers ity ini tiated a 
tudy entitled (The ro le of the principal in leading school improvement). The 
purposes of this study were to (1) determine the role the principal plays in leading 
school improvement, and (2) examine the relationship between change implemented 
and student achievement. Three high-performing, high-needs Title I schools and four 
low-performing, high-needs. Title I schools were identified through Indiana 
Department of Education data. The high-performing schools met Adequate Yearly 
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Progress in 2006 .\'vhereas the 10\'v-perfonning schools did not and \\Jere in at least 
) ear t\\.o of the school improvement cycle . Structured interviews were conducted 
with the principal and \\ith teams of teachers. The interviews. along with field 
bservations and analysis of the school improvement plan. were performed to 
determine the role the principal played in leading school improvement and to identify 
the types of changes implemented at each of the schools. 
Principals ofhigh-perfonning, high-needs schools are active in the role of 
leading school improvement. They hold teachers accountable for instructional 
practice. The principals work within an environment of shared leadership, with 
teachers actively participating in leading peers in the study and implementation of 
instmctional practices. The environments are collaborative and reflective with staff 
and students jointly shilling the responsibi lity for success for all students. 
Relationships are important and the principals are attw1ed to the wants and needs of 
the staff .The principal is aware of setting the tone for the building. The culture is one 
of high expectations for staff and students. Changes in high-perfonning, high-needs 
schools focus on changes in attitude and altering instructional practices. Student data 
is analyzed to detennine what the teachers need to change about their practice. Staff 
development is planned accordingly. Time on task is seen as essential. Instruction and 
learning are at the forefront of everything said and done in the building . 
Shared responsibility of students achievement and shared leadership are the 
most important characteristics in any school for the success of implementing change. 
The roles and responsibilities of the schoo l principal have changed throughout 
the years. and, with that, the face of the principal-ship has changed, too. This is what 
Keith Westmanthe studied in his dissertation (Roles And Responsibilities Of 
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The Principal As Perceived By Illinois K-8 Principals Who Belong To 
Generation X) in 2008. In this study he found that the average age of principals in 
the United States is 57 with a significant portion of those individuals retiring within 
the next ten year v. these pri nci pals reti reo the qualities and characteristics of the 
next generation of principals must be identified. However. it may not be as easy to fill 
these vacancies as it once was. This study investigated the roles and responsibilities of 
the principal-ship as perceived by Illinois public elementary and middle school 
principals who belong to Generation X. Responses to this study indicated that 
Generation X principals are motivated by observing personal growth within members 
of the school community and challenged by the time required to complete the many 
tasks required of the public school principal. 
As those studies reflected, change requirements are almost same in all schools. 
To successfully initiate change, school leaders must acquire a number of skills, 
practices and strategies. Collaboration, shared vision and decision making are also 
very critical in leading schools toward improvement. 
Effective School Leaders: 
(Effective Leadership Qualities and Characteristics Of Urban School 
Principals) by Chele R. Holly 2009 is a narrative case study of several principals in 
the Pittsburgh Public Schools examined effective leadership styles in urban school 
districts. This research intended to prove that there were different qualities and 
characteristics necessary to promote change within an urban school setting. Data from 
a survey, school observations, and interviews were analyzed using qualitative research 
methods. The interviews consisted of questioning on leadership, management styles. 
effectiveness of strategies and qualities and characteristics that are imperative in 
relation to the role as an urban school administrator. The responses were measured 
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against the existing data presented by \ arious theorists on leadership in an extensive 
literature re\iew. Observations entailed interactions bet\';een the administrator 
(subject) and students, and administrator (subject) and staff. The study detem1ined 
that the establishment of school wide norms, a positive relationship with students and 
taff. visibility, and trust play an integral role in the success of an urban school. 
ligned with the literature review, the subjects stated that in comparison to other 
chool districts in which they were employed, the urban setting has a higher rate of 
mental illness, staiT and student absenteeism, and environmental issues. The results 
howed that the administrative subjects first established functional leadership teams 
comprised of various staff members allowing them to faci litate and take leadership 
roles in the development of the team. The administrative subjects stated concluded 
that their success is due to their ability to establish relationships. The non 
administrative subjects expect administrators to provide clear expectations, provide 
opportunities for shared decision making and an administrator that is consistent and 
models the behaviors that they expect. The data collected from this dissertation study 
is intended to serve as a resource for current urban practitioners as well as those that 
have an interest in pursuing the urban leadership. 
This study suggests that establishing relationships, providing expectations and 
guidance, enabling shared decision making are factors that enhance urban leadership. 
Joshua Zola in 1997 studied (The Role Of Leadership Responsibilities in 
the Implementation of A School- Wide Response to Intervention Model In High-
Minority And High-Poverty Elementary Schools: Comparing Teachers And 
Principals Perceptions). The purpose of this study was to explore the relationship 
between school leadership and implementation of school-wide reforms. He sought 
two sets of data. First, he wanted to obtain data about the school principals' 
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leadership. For this purpose, he sought both the principals' and their teachers' 
perceptions of the principals' leadership. By using multiple sources. he was able to 
compensate for some limitations of self-reported data. He was also able to evaluate 
the extent to \\hich their perceptions aligned or diverged. He hypothesized that if 
teachers and principals shared perceptions, that those perceptions are both more likely 
to be accurate and more likely to predict effective implementation of school-wide 
reform. Similarl;, He hypothesized that if teachers' and principals' views diverged 
igni ficantJy, implementation could be more challenging and Jess effective. The focus 
upon emphasis rather than skills was rooted in the premise that school reform 
implementation required leaders to emphasize particular ones among their many 
responsibilities. For this purpose, he used McRel's articulation of21 leadership 
responsibilities. In addition to data about school leadership, he needed data about the 
extent to which a school reform model was implemented over time. He gathered 
baseline data as the year began, and then at the conclusion of the first year of 
implementation. Comparing these two data sets established the degree of 
implementation during that year. The fmdings of this study showed that within 
elementary schools with high poverty and high minority populations, a significant 
inverse correlation between the teachers' perceptions and the school principal's self-
perception of how his or her leadership responsibilities influence the implementation 
of the school-wide Response to Intervention CRTI) model and the success of its 
implementation was detected. As the number of significant differences between the 
principal's and teachers' perceptions of the principal's emphasis of his particular 
leadership responsibilities increase, the successful implementation of the school-wide 
RTI model decreases. In the same respect, as the number of significant differences 
between the principal's and teachers' perceptions of the principal's emphasis of his 
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leadership responsibilities decrease, the successful implementation of the school-wide 
RTI model increase. 
(Per-ceptions of the Roles, Profess ional Developm ent, Chall enge", 
and Frustrations of H igh School Principals) by Steph en J. Knobl, Jr.(2010) The 
purpose of this stud) was to investigate perceptions of high school principals 
regarding their perceived roles, professional development experiences that impacted 
their careers, and the challenges and fnlstrations they face when enacting their roles as 
high school leaders. This is a qualitative addressed three research questions: (1) What 
are the perceptions of high school principals regarding their role as school leaders? (2) 
What professional development experiences do high school principals repOli are most 
important in impacting their careers? (3) What do high school principals perceive are 
their greatest challenges and frustrations? The roles and responsibilities that were 
identified with the greatest importance were: providing a safe learning envirolllnent, 
ensuring quality teachers and quality instntction, high accountability expectations for 
all and mandates, and leadership within the school and system. Professional 
development opportunities and personalized support systems were perceived to be 
necessary to the success of the high school principal. Principals in the study reported 
that both formal and informal professional development experiences were useful for 
their improvement as school leaders. The principals perceived that created 
relationships with mentors and established strong networks; they improved the 
likelihood of sustained support and success. High school principals perceived the 
greatest challenges were management of time, balancing leadership and management 
of the school, and navigating the legislative mandates and accountability 
requirements. High school principals agreed that the greatest frustrations were issues 
related to time and legislative mandates dictated to them by the local, state, and 
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federal systems. 1 hey faced pressures that could be directly connected to student 
achic\ cment and accountability measures. High school principals need to be prepared 
to assume various rolcv. 
This study renects the importance of professional development for school 
leaders in order to make them able to face challenges and frustrations and also to 
makc them successful in creating balance between leadership and school 
management. 
Robin L. Moore from Rowan University, conducted a study in 2008 
(Trusting Leadership: Developing Effective Schools) which was an action research 
plan that focused on her leadership ability building trusting relationships in a school 
organization. During the research process, she delved into her own leadership 
characteristics and found that her leadership derived from democratic, 
transfoffi1ational, and feminist leadership styles. Four action plan cycles were 
implemented and engaged her school organization into the four areas of Senge's 
(1999) organizational learning cycle. The organizational learning cycle changed the 
way in which information was shared. As a democratic and transformational leader, 
he enacted change and shared leadership through various school-wide projects which 
resulted in the development and enhancement of trusting relationships within the 
organization. This study investigated whether building trusting relationships between 
leaders and teachers led to an effective school. Although there are many factors 
involved in determining the effectiveness of schools, building trusting relationships is 
one important factor. Study [mdings reveal that trust is a factor to the implementation 
of effective school programs, initiative, and building collaboration within an 
organization. 
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(How lead ers influence employees' inn ova ti ve behav ior ) is a study by 
.Jeroen P .• l. de .long a nd Dea nn e N. Den Ha rtog condu cted in 2007. The purpose 
or thIs stud) was to prm ide an im entor) of leader behav iors seem to enhance 
emplo) ee~' inno\ alive behavior. including iJea generation and application beha\ ior. 
Based on a combination of literature research and in-depth and interviews. the paper 
explores leadership behm iors that stimulate employees' idea generation and 
application beha\ ior. The study was carried out in knovvledge-intensive service fiml 
(e.g. consultants. researchers. engineers). [t was found that there were 13 relevant 
leadership behm iors. Although innovative behavior is crucial in such firms. it ha 
received very little attention from researchers. Leaders influence employees' 
innoyative behavior both through their deliberate actions aiming to stimulate idea 
generation and application as well as by their more general. dailv behavior. 
The prey ious two studies assert that moral behavior and trust are main in 
chool improvement. Principals and teachers should be bound in collaborative 
relationships to achieve the district's and school's goals. 
(Visionary leadership, a nd orga n iza tiona l cha nge) by Kev in S. Groves 
from College of Business and Economics. California State University. Los Angele~ . 
California. U The purpose of this study set out to empirically investigate the direct 
effects of leader emotional expressivity on visionary leadership, as well as the 
moderating effect of leader emotional expressivity on the relationship between 
visionary leadership and organizational change magnitude. Leaders completed 
measures of emotional expressivity and organizational change magnitude. vvhile 
followers provided ratings of visionary leadership. leadership effectiveness, and 
organizational change magnitude. Findings were consistent with expectations. leader 
emotional expressivity was strongly related to visionary leadership. while leader 
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cmotional c\.prc')')i\ it) moderated thc relationship between \ isionary leadership and 
organizational change magnitude. Visionary leaders \\ith high emotional expressi\ it} 
skills facilitated thc greatest organizational changes in their respective organizations. 
isionar) leaders are crucial [or making change possible in their 
organizations. 
Procek, Cara. Northeastern University 2012 (Leading for Change: Ho" 
Leadership Sf) Ie Impacts Teachers' Experience). This study explores how one 
middle school in a suburban New I Iampshire town translates existing models of 
leadership into practice and how teachers experience these differences in practice. 
The research examined how school leaders balance formal and cultural models of 
leadership to affect change on day to day level. In addition. the research explored 
how a particular context. including climate and culture. of a district affects the 
implementation of a leadership model. Finally. it exanlined how teachers perceive 
and experience cultural and formal models of leadership and the change process they 
generate. This research followed a single site case study o[ one middle school and 
included embedded cases studying various groups and stakeholders within the school. 
Finally. \ve can sum up by saying that leadership that can carry out change and 
face challenges is the one that holds within a number of characteristics. Leaders 
hould be highly prepared and own skills and features of communication and building 
productive relationships with their staff. 
Below is a table classifying resources that mentioned (vision. planning change 
process. change management and leading process of teaching and leaming, local 
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communit} participation and leading human resources). These titles are the six 
cluster" \\hich the researcher included in her questionnaire. 
Table 1 
Til/n o/Ql/e\IIOJll1airC' ell/Hen 
luster Number 
I 
2 
3 
4 
5 
6 
Cluster Title 
Building and 
Dis<;eminating School 
ision About Change 
Planning the Process of 
hange 
Leading the Change 
Process 
Change Management 
and Leading the Proce 
of Teaching and 
Learning. 
Leading Human 
Resource 
Local Community 
Participation in 
upporting Change 
Sl 
uthor 
1- Aith.ens & Iligs 20 I 0 
2- Fullan 2002 
3- Beer et al. 1990 
4- Burnham 1997 
5- Whitah.er 1998 
6- Herold and Fedor 2008 
7- Bosher and Hazeh"ood 20 J 0 
8- Huber, Bhavan and Hader 20 J 0 
9- Katz, Melvin 2004 
10- Naseer Salfi 2010 
11- Morse and S} Ivia 1999 
12- Frances and Di:-..on 2005 
1- Morrison 1998 
:2 Herold and Fedor 2008 
3- Collins and Porras 1998 
4- Collarbone 2009 
5- Pamela Annstrong 2008 
J - O'Sull ivan 2009 
2- Mack Gilhchrist, Myers and Reed 1997 
3- Duke 2004 
4- Thompson 20 I 0 
5- Strike 20 II 
6- Combs, Miser and Whitaker 1999 
7- Duck, Collins and Porras 1998 
8- Perekin and Tolbert 1997 
9- Frances B. Dixon 2005 
1- Caw ford, Kydd and Riches 1997 
2- Fullan 2001 
3- Richard 2008 
4- Reynolds et al. 1996 
5- Valenti and Storbert 2010 
6- Jordan, Debbi, Kowalski and Kasimir 2009 
J - Duke 2004 
2- Herold and Fedor 2008 
3- Bennett et al 1992 
4- Fullan 2004 
5- Jeroen PJ and Deanne N.D 2007 
J - Lunenberg and (rby 2006 
2- Melvin 20 I I 
3- Sewell, Glenn 20 II 
I IAPTER III 
Resea rch Des ign and Methodology 
r he purpose of this chapter is to describe mcthodolog) and procedure 
rollowed to collect and anal) ze the required data in this study. The chapter open 
\\ ith a description about the stud) and the instrument used ror collecting data. The 
econd part of this chapter describes the population and sample. The third part of thi 
chapter introduces a sum up description about data analysis. The chapter ends with 
procedures that were followed in the stud). 
Design of Study 
This stud) based on quantitative research. A five point scale consisting of 47 
items questionnaire was built for the quantitative method in order to collect data from 
econdar) school teachers about the requirements of change management in light of 
ev" ~cbool Model. The survey also included on open-ended questions that addresses 
teachers' suggestions regarding requirements necessary for NSM principals. 
Instrument 
The instrument consisted of 48 questions. The questionnaire is divided into 
three sections. The first part included the demographic data of the participants; the 
pecialization, gender, qualification and years of experience. The second part aims at 
identifying school principals practices toward change management in educational 
leadership. This part is classified into six clusters are: 1) bui lding and dep loying of 
school vision (11 questions), 2) plaru1ing for change(9 questions), 3) Leading 
change(8 questions), 4) Change management and leading education and learning 
process(7 questions), 5) leading human resources in the school(7questions), and 
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linally the si\.th cluster cOI1lI1lunit) participation to serve change processes(5 
questions). 
I he third part is the open-ended question. It consists of one question that 
targets the requirements necessary for leading change management and teacher 
'uggestions to enrich principals management. 
rhe questions is : What are the most important features that vou deem 
necessar) for the school principals to make them able to lead the processes of change 
in light of the Nev" School Model? 
The Instrument Validity 
In order to build an instrument that can measure what it is built for, the 
researcher extensively revie\'ved relevant literature. The researcher found that change 
reqUires school leaders to be aware of: 
-Building and disseminating school ion about change. 
- Planning the change proce 
- Leading the change process 
- Change management and leading the process of teaching and learning 
- Leading Human Resources in the school 
- Local Community participation in supporting change 
These match with the requirements of ADEC school leaders who are leading 
\1. After constructing the questionnaire based on these six elements, the draft 
questionnaire was shared with a panel of university professors to determine face-
validity of the tool. 
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The JO'Itrument Rcliabilit) 
The reliahilit) anal) sis \\as calculated using Chronbach's Alpha to ensure that 
the SUf\e) score is reliahle and consistent \\ith the content and purpose of the tool. 
I he scale score had a ver) level of rcJiabilit) at 0.777 as sho\\ n in the table below. 
fahle ~ 
Ri!liahililY 0/ ('hrol1hac!J's Alp/lO 
Alpha 
.777 
Population and Sample 
tandardized ltem 
.971 
don f Items 
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A population is all the individuals who have in common a particular trait that 
ouses them to be recognized as group.(Charles,1988). The study population of this 
tud} includes both sexes of male and female from teachers in secondary schools in 
the Emirate of Abu Dhabi. According to Abu Dhabi Educationl Council (ADEC) 
tatistics of the year 2012-2013, the number of cycle III schools in Abu Dhabi is 31 
and in Al Ain 41 school. The population comprises 1692 teacheL. 
sample is a all the individuals who have in common a particular trait that 
causes them to be recognized as a group (p.158). The sample was selected based on 
the 2011-2012 school statistics. "Cluster sampling" (Ary, Jacobs & Razavieh, 
p.l67.2002) method was used to survey teachers. 1080 questionnaire were sent to 
econdary schools from which only 764 questionnaires were retumed. This represents 
70.7% from the population ( 1692 teachers). 
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Data A n a l~ SI-
I'or quantitati,e data anal}sis, the data \\as entered into SP~~ program 
(Statistical Package for the ial Sciences) to calculate the central tendencies of the 
data. I'requenc), means. percentage. and standard deviation "ere utilized 
'tud~ Procedure 
The stud) procedures can be briefly summarized as : 
1- F:\tensive re, ie\\ of literature relevant to requirements of change management 
that are needed [or leading New Schoo l Model in Abu Dhabi and Al Ain. 
') xamining documents and handbooks related to the New School Model to 
clearl) explain \\hat this model or approach requires [or successful leading 
fonn school principaL. 
3- Creating new data by means of open and closed type of questionnaire. 
4- Insuring the validity and reliability of the questionnaire. 
5- Data was collected and then analyzed. requirements were identified. 
6- Setting the features and recommendations for designing PO programs that 
target school leaders. 
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IIAPTE R IV 
Fi ndi ngs 
O\cnic\\ 
I he purpose of this research is to i 11\ estigate the main requirements of change 
management necessar) for leaders of New School Model in the Emirate of Abu 
Dhabi: the realit) of change management and Nevv School f\10del requirements; and 
ho\\. the inculcation or change management requirements into Abu Dhabi Emirate 
econdary School leaders. can be achieved. The chapter is di, ided into sections. The 
first one addresses the three research questions. Then for each research question. data 
is organized and written in essays and tables. The next section includes a summary 
that sums up the main results and discusses them in terms of other related studies to 
clarif) the entire picture. These results are organized and displayed in tables in order 
to address the three research questions: 
Findings for Question One: The first research question is "What are the main 
requirements of change management necessary for leaders of New School Models in 
bu Dhabi Emirate as affected by Degree of a school vision about the change and its 
dissemination. planning for the process of change, leading the change process ,change 
management and leading teaching and learning, leading human resources, and local 
community participation in supporting change? " 
This question has been answered in the theoretical research review. 
Findings for Question 2: The second research question about the reality of 
change management and New School Model requirements was answered by the six 
clusters of the questionnaire. The data was collected via the questionnaire and 
organized in 6 tables. Tablesl to 6 answer the second research question. 
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fable 3 
Degree (?f 'Krel'lJIellf/or hili/ding 1I11d (!Jssclllillllllllg 1I school \'/\iOI1 aholll fhe change 
tatcment Degree of Agreement 
1 he principal 
5 
onfirms that the runction of the 47 .5% 
school is to accert change and 352 
mal-.e a difference In society. 
lias a clear \ iSlon of the objective 
of the change that is lool-.ing to 
ach ie\ e for the schoo I. 
43.5% 
324 
4 
42 % 
312 
44 .5% 
331 
commItted to adopt the value 
change. 
44.16% 42% 
331 315 
Encourages the participation of 
members of the family t 
ontribute to the school plans of 
change 
posses<;es the necessal) sl-.i lis to 
pread his v ision of change among 
other 
Presents a model of faith and 
practice change. 
hows the compatibi I it): bet\\een 
the values and beliefs about 
change and see the school in this 
area. 
COIn e}s the content of the vIsIon 
in a manner that motivate 
emplo) ees to work. on accepting 
change. 
44% 
329 
42 % 
313 
43.7% 
325 
40.1% 
300 
38.2% 
286 
Is keen on identifying the views of 39.2% 
interested parties about the 290 
processes of change required . 
Com inces others around him to 
adopt the values of change. 
ssigns faculty members to search 
for the most important results of 
the studies and research related to 
the change in the operations of 
chools. 
36.2% 
267 
34.6% 
258 
38.2% 
285 
40.5% 
301 
39.1% 
291 
42.9% 
321 
46% 
345 
40.9% 
302 
45.3% 
9 
38.8% 
289 
57 
3 
o 
2 
o 
1 
7.8% 
58 
2. % 0.5% 
15 4 
9% 
67 
2.5°.'0 0.5°,0 
19 4 
10% 7% . 7~'0 
71 20 5 
12.9% 3 .9% 1 % 
96 29 7 
14.6% 2.1 % 0.6 0/0 
109 16 5 
13 .2% 2.8% 1.2% 
98 21 9 
12.8% 2.9% 1.2% 
96 9 
')') 
10.7% 3.9% 1.2% 
80 29 9 
15 % 3 .3% 1.6% 
111 24 12 
13.6% 4.2% 0.7% 
4 749 5 
19.0% 6.3% 1.2% 
142 47 9 
Mean 
4.34 
4.28 
4.28 
4 .21 
4 .21 
4.21 
4 . 19 
4.17 
4.13 
4.12 
3.99 
o 
.75 
.77 
.80 
.88 
.82 
.86 
.82 
.85 
.89 
.85 
.95 
From table 3 it is e\id~nt that about 83°'0 of the participants \\ho are mainly 
teachers strongly agreed and agrecd that the main requirements of change 
management necessary for leaders orNe\\ School Model in Abu Dhabi Emirate are 
building school \ision about the change and disseminating it. 
In all the eleven items shown in Table Labove 83% of the participants either 
' trongl} agreed or agreed that school principals in Abu Dhabi convey the content of the 
vision in a manner that motivates employees to work on accepting change, having a clear 
\ ision of the objectives of the change that is looking to achieve for the school, identifying 
the \ iews of interested parties about the processes of change requirement. encouraging the 
participation of members of the school family to contribute to the school plans of change, 
preading \ ision of change, among others, committed to adopt the values of change, 
onvincing others to adopt the values of change, assigning faculty members to search for 
the most important results of the studies and research related to change in the operations of 
chool and shov,;ing the compatibility between the values and beliefs about change and see 
the school in this area. The percentage of agreement and strong agreement ranged between 
79~ '0 to 89° '0 [or all the statement in this first axis. Besides, the mean of all the eleven 
items is higher than 4 (Agree) and it ranges between4 and 4.28. It is also slightly higher 
than the first axis that deals with building vision of change. 
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fable 4 
DI!Krcl! olllKrl!l!l1Icl11 for lI/akll1[!, plalls lor Ihl! proc/!\s olchaJ1[!,1! 
\lalcment Degree of Agreement Mean SD 
The principal SA A NS D SD 
5 4 3 2 1 
ares about educating school 48 .3°'0 39.1% 9 .5% 2.5% 0.5% .79 
famil} about policics and 360 292 
procedures of change 
71 19 .+ 
4.32 
Plans to change in line \\ ith the 43 .5% 44.3% 10.3% I. 0.4% .74 
objectives of the educational 321 327 76 5% 3 
process and business objectives. II 4.29 
Invohes members of the 47.4°0 37.7% 11 .0% 2.10 0.9% .84 
chool community in the 352 280 82 % 7 
process of de\ elopll1g plans for 22 4.28 
change operations. 
De\elops specific and 43 .6% 41.2% 12.8% 1% 1.4% .29 
\\orJ...able plans. 326 308 96 8 10 4.26 
Puts plans linked to the 41.8% 44.8% 10.7% 2% 0.7% .79 
professional development of 309 331 79 15 5 
employees to serve the 4.25 
requirements of change process. 
.84 
Has sufficient insight to 43.6% 40.3% 11 .7% 3.9% 0.5% 4.23 
de\ elop plans for change. 325 300 87 29 4 
Has the abi I ity to identi fy 42% 40.4% 13.2% 3.6% 0.7% .84 
problems associated \\ ith 312 300 98 27 5 4.20 
change and analyze it. 
Determining change goals 41.1% 40.2% 15.3% 3.1% 0.3% .82 4.19 
precisely. 301 294 112 23 2 
Develops a plan to il1\olve 38.4% 43% 14.7% 2.6% 1.3% .85 
parents in the change 285 319 109 19 10 4.15 
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Table 4 also showed that about 85% o[the participants strongly agreed and 
agreed Jor this axis. The percentage of the nine items ranged from 81 °'0 to 87°'0 ; the 
included ha\ ing sufficient insight to develop plans for change, involving school member 
in the process or de\eloping plans for change operations, cares about educating school 
family about policies and change procedures, determining change goals precisely. putting 
plans linked to the professional development of employees to serve the proce f change, 
imol\ ing parents in the change, plans to change in line with the objectives of the 
educational process and business objectives, having the ability to identify problem 
associated with change, and developing specific workable plans. 
It could be concluded that most participants (83%) had positive responses towards the 
chool principals v"ho have the main requirements of change management necessary for 
leaders of New School Model in Abu Dhabi Emirate. The mean score for all the responses 
of making plans for the process of change was very high and ranges between 4.19 and 
4.32 
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Table -
LC'([(/iIlR rhL' ('/7aIlRL' ProC(!\ \ 
~tatement Degree of J\greement 
rhe pnncipal 
\\ orb on the formation of 
team \\orb to Icad the 
proce.,se., of change. 
Publi.,heJ a culture of change 
and dc\ elopmcnt among 
mcmbers of the school 
communit\ 
\\ orb to ach,c\ e the 
requirements of change through 
the adoption of the bcst 
a\ ailable options. 
Is keen on building bridges of 
effecti\ e commun ication 
bet\\een members of the school 
communit} for the conduct of 
the proce~s of change. 
Is keen to take ad\antage of 
feedback from members of the 
chool communit} to promote 
the path of change processe~ . 
111\ ests competencies and ski II 
of e\ er: member of the school 
taff to serve the processes of 
change. 
onfirms the ability of 
indi\ iduals to understand the 
processes of change and its 
causes and the method used in 
the implementation. 
[s interested in presen, ing the 
incentive system and 
encourages talented teachers to 
lead the process of change. 
5 4 
47.6% 41.3°'0 
352 305 
45.1 % 43.4°'0 
33 320 
45.1% 
"'33 
45.9% 
338 
40.5% 
299 
44.4% 
327 
35.5% 
262 
42.3% 
312 
37.10% 
280 
42.5% 
314 
37.1% 
.. 73 
45.1% 
333 
36.10% 38.3% 
272 282 
61 
3 
o 
2 
8.1% 2.4% 
60 18 
9.6% 
71 
10.3% 
76 
1.5% 
\I 
1.9% 
14 
13.0% 2.6% 
96 19 
'0 
1 
0.5% 
4 
0.4% 
3 
004°'0 
3 
0.5% 
4 
13.6% 2.10% 004% 
100 22 3 
12.1 % 4.8% 
89 35 
15 .7% 
116 
14.8% 
109 
3.4% 
25 
7.1% 
52 
1.6% 
12 
0.4% 
3 
2.9% 
21 
\1ean dO 
edmn 
4 .76 
4.34 
4 .73 
4.32 
4 .75 
4.30 
4 .81 
4.26 
4 .80 
4.20 
4 .93 
4.18 
4 .81 
4.12 
4 
4.00 
Table 5 shows positiw response':) since 83°'0 of participants agreed and 
strongly agreed for all tbe items mcntioned. 
About 88°'0 of the participants II1dicated that principals \\ork. to achie\e the 
rcqui remcnts of changc through the adoption of the best available options, \\ork on 
the formation of \\ork. teams to lead the processes of change and publishing culture 
of change among members of the school community. In addition to that a round 8] % 
of the participants agree that the principals confirm individual's ability to understand 
the processes of change, its causes and the method used in the implementation; build 
bridges of effective communication between members of the school community for 
the conduct of the process of change; invest competencies and skills enjoyed by 
e\ ery member of the school staff to serve the processes of change: and benefit from 
feedback of members of the school community to promote the change processes. 
The mean score is also high and ranges between 4 and 4.30 and it is between" agree" 
and" strongly Agree" 
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rable 6 
Degree (?/AgreelllC'nf Change I/w/wgelllenf alld leadlllg leachlllg alld 1C'({rning 
<)tatement Degree of Agreement \-Iean SD 
The pnncipal ,)A A NS D SD 
5 4 3 2 1 
52.3% 39...l% 7. 1% 0.8% 0.4% 6.9 
388 292 53 6 3 
change and dC\t~lopment !>uch as: 4.43 
responsibility and cooperation. 
.73 
Directs and help!> teachers \\. ith 48 .6% 42.4% 6.9% l...l% 0.8% 
regard to ill1pro\c teaching 359 313 51 10 6 4.37 
method 
upports educational practices 48.10% 39.10% 9.7% 0.10% 0.4% .72 
through the provIsion of 359 293 71 7 3 
constructi \. e remarks 4.37 
Provides an opportun ity for 49.9% 36.2% 10.8% 2.2% 0.9% 4.32 82 
outstanding teachers to be role 370 268 80 16 7 
models for !>tudenL. 
Ha\e the skills to be capable of 47.1% 37.8% 13 .5% 1.3% 0.2% .76 
managing educational programs 349 280 100 10 2 
that ser\e the processes of 4 .3 0 
change. 
ssesses the qual it) of education 45.0% 42.2% 10.6% 1.9% 0.3% .76 
pro\.ided in order to develop 334 313 79 14 2 
training and professional 
4 .3 0 
de\. elopment programs for 
teachers. 
Meets the educational needs of all 42.8% 44.4% 10.1% 2.4% 0.3% .76 
tudents to ser\e the process of 315 327 74 18 2 4 .27 
change. 
Table 6 also shows the reality of the change requirement and completes the 
answer of the second research question. Table 4 shows that 86% of the participants 
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indicated positiw responses about the change management and leading teaching and 
learning. 1 he highest response was 90°,'0 for directing and helping teachers \,ith 
regard to improw teaching methods follovved b) ( 87°'0) supporting educational 
practices through the pro\ ision of constructi\ e remarks: and assessing the quality of 
education pro\ ided in order to de\elop training and professional development 
programs [or teachers. In addition, Table 4 also displayed high positive response 
ranging 86°0 t084° '0 respectively towards meeting the educational needs of all 
tudents to serve the process o[ change, providing an opportunity for outstanding 
teachers to be role models for students and having the skills to be capable of 
managing educational programs that serve the processes of change. 
It could be concluded that the respondents were very positive and agreed with 
high percentage of 85°"0 about the reality of change management and New School 
~odel requirements. In fact the percentage is very high. The mean score of this 
group or cluster is also higher than all other responses ranges between 4.27 and 4.43 
and it is between" agree" and" strongly Agree". 
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Table7 
Degree (dAgreC!mel7f for Leading iilll17an Rnollrces. 
\lalemenl Degree or Agreement Mean SD 
Jhe principal SA A NS D SD 
5 4 3 2 1 
.75 
8elie\es that the school staff are 31.2% 52.6°,'0 11.8% 3.6% 0.7% 4.47 
to make a real engine 137 231 52 16 3 
Ollll11Unlcates efTectivel) \\ith 49.4% 38.4% 9.7% 2.0% 0.4% .75 
others III order to strengthen the 365 284 72 15 3 4.35 
processes of change. 
PrO\ ides a \\orklng em ironment 48 .3% 40.7% 8.4% 1.9% 0.7% .83 
appropnate to meet the needs of 356 300 62 14 5 4.34 
the processes of change. 
PrO\ ides the school \\ ith the 48.6% 38.1% 10.3% 2.3% 0.7% .77 
resources to achieve the change 357 280 76 17 5 4.32 
processe<;. 
Ill\ests the capabi I ities and 48.0% 38.4% 11.4% 1.8% 0.4% .77 
potential members of the school 355 284 84 13 3 
communit) for the purpose of 4.32 
activating the processes of 
change. 
trengthen<; the management 45.9% 40.9% 10.10% 1.5% 0.7% .77 
team to sen e the processes of 339 302 81 II 5 4.30 
hange required . 
Pro\ iding the school by human 45.6% 37.10% 12.10% 2.9% 0.5% .80 
resources to achieve the change 334 278 95 21 4 4.29 
gfocesses. 
Table 7 exhibits that about 85% of the participants responded very highly to 
the follo\\ing seven issues that help in making change management inculcated in 
chools and new school model. Believes that the school staff are to make a real 
engine, communicates effectively with others in order to strengthen the processes of 
change, provides a working environment appropriate to meet the needs of the 
processes of change and human resources and other resources, invests the capabilitie 
and potential members of the school community and Strengthening the management 
team to serve the processes of change required. The mean score of this group that is 
related mainly to leading the human resources, is the highest than all other responses 
and ranges betv.een 4.29 and 4.47 and it is between "agree" and "strongly Agree" 
6S 
I abIeS 
DeKree (~f'Agreelllel1fl()/' Local Communit; Participation in supporting Change 
tatcment 
rhe principal 
Works to promote efTecl1ve 
ommunlcal1on bet" een the 
school and the local communit) 
to sene the proccsses of change 
accordll1g to the New School 
\10del. 
Has alway 5 cmphasiLed the 
necessir) of aCl1vating the 
modem communlcal1on method 
to devote change thought \\ ith the 
hool and local community . 
Imites parents and cOl1lmunit} 
member,> to discuss the issues of 
education to sen'e the processe 
of change necessaf} to ensure 
the functioning of New School 
10del. 
Works to prOVide outreach 
programs to parents of students to 
help promote a culture of change. 
Honors active I} II1volved 
members in the dissemination of 
the process of change 
Degree of Agreement 
5 
5J.-f% 
'96 
50% 
370 
47.10% 
356 
40.5% 
299 
46.0% 
340 
4 
36.9% 
274 
42.4% 
314 
37.5% 
278 
42.8% 
316 
33.7% 
_49 
3 
8.2% 
61 
6.6% 
49 
12.1% 
90 
14.1% 
104 
15.10% 
118 
D 
2 
0.9% 
7 
0.5% 
4 
2.0% 
15 
2.3~/o 
17 
3.1% 
23 
D 
1 
0.5% 
4 
0.4% 
3 
0.4% 
3 
0.4% 
3 
1.2% 
9 
4.42 
4.41 
4.31 
4.20 
4.20 
Table 8 answered the second part of the third research question including the external 
factors to supporting change management inculcated in schools and The New School 
'lode1. About 89% of the participants claimed that the school principal works to 
promote effective communication between the school and the local community to 
erve the processes of change according to The New School Model. 
Iso 920/ 0 believed that the principal has always emphasized the necessity of 
activating the modem communication methods to devote change thought with the 
school and local community. In addition, 84% thought that the principal invites parents 
and communit) members to discuss issues of education to serve the processes of 
change necessary to ensure the functioning of New School Model. Besides 82% 
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D 
.78 
.70 
.79 
.80 
.91 
principals \\ork to pro\ ide outreach programs to parents of students so as to help in 
promoting a culture of change and 790/0 honor those activel) invohed in the 
dissemination or the process or change. The mean score of this group that is related 
mainly to leading the local community. is still high and ranging bct\\een 4.20 and 4.4-2 
and it IS bet\\een " agree" and" strongly Agree. 
To conclude, the participants indicated very high responses towards the main 
requirements of change management necessary for leaders of New School Models in 
Abu Dhabi Fmiratc: the reality of change management and New School Model 
requirements: and ho\\. the inculcation of change management requirements into Abu 
Dhabi Fmirate secondary school leaders can be achieved. In fact the agreement level is 
very positive and high. It ranges betvveen 83% to 85% of the participants who 
responded saying" Agree and strongly agree". The mean score of all the 47 statements 
is also very high and positive ranging between 4. and 4.47 and it is between" agree" 
and" strongly Agree.". 
Thus, the degree of agreement is very high and this is encouraging about the 
choolleaders' and principals' perfonnance regarding The New School Model. 
Findings for Question Three 
The third research question is how, the inculcation of change management 
requirements into Abu Dhabi Emirate Secondary School leaders, can be achieved. 
The ans\ver for this question was collected through the open question. 
In fact .the respondents for the open questions were 418 out of 764 
questionnaires who provided some ideas about the requirements of the change. These 
suggestions that were collected by fifth of the participants have been coded and 
classified as follows: 
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\1aJ1y respondents belicved of the importance of professional de\ elopment 
programs In all k\cls and departments in order to facilitate the change process. The) 
also agreed that courage and capability were necessary to implement change. 
Respondent') also ,>uggested that team and co-operative work can help the leader to 
carr) out the dilTerent processes of change. Collective and collaborative leadership, 
commitmcnt, shared decision making based on data collection, sense of responsibility, 
and urgenc) in dealing \\ ith challenges are some of the most important requirements 
of changc management which principals must consider when implementing change. 
chool principals should be proactive leaders v.ho support guide and engage all the 
taff in the process of change according to their abilities and skills. As a change 
leaders they must be knoV\ ledgeable 0 f their team members' potentials and their 
talents so as to ill\est them properly in the process of change. School leaders should 
also have authority and responsibility that enable them in decision tailing and making. 
chool principal who leads change process should be aware of their schools' 
tudents learning, psychological and social needs, and aware of their different 
learning styles and intelligences. Principals should also be conscious about the 
teaching staff needs. They are expected to provide enough resources and prepare the 
afe and reinforcing environment that help in easing the process of teaching and 
learning. 
Another important capabilities of a school leaders is being able to 
communicate effectively with the local community. For example: opening 
connections lines between school and different stakeholders in the community, 
flexibility and listening to all points of views, honoring actively involved in 
implementing change at school from both inside and outside the schoo!' 
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Leading a school in an era or change requires a principal to be kno\',ledgeablc 
orICT and f'nglish language that supports him in search for knowledge. The school 
leader should also seck skills such as Flexibility. equality and fairness. punctualit). 
group orientation. and care [or others. Besides. a successful change leader must adapt 
an efTecti\\.~ strategies that enable of exchanging roles. responsibilities. experience and 
e"\pertise. 
It seems that most of the suggestions about the requirements match with the 
ix areas mentioned in the survey that are: Building a school vision about change and 
its dissemination. planning for the process of change, leading the change process 
.change management and leading the process of teaching and learning, leading human 
resources. and local community participation in supporting change. 
It seems that most of the suggestions about the requirements match with the 
ix areas mentioned in the survey that are: Building a school vision about change and 
its dissemination, planning for the process of change, leading the change proces 
.change management and leading the process of teaching and learning, leading human 
resources, and local community participation in supporting change. 
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Findings for question .t : 
I he fourth research question: To \\ hat e,tent years of experience and gender can 
affect teachers' perception to\\ards change practices on part of school principals? 
Table 9 
Mean score (!/"I/7e effect of years (~f experience on supporting change 
£:...perience Mean Std . Error 95 0/ 0 Confidence Interva l 
Lower Upper Bound 
Bound 
1-4 205 .8643 1.747 202.433 209.295 
5-10 196.071 3 2.192 191.767 200.376 
11-14 195.520 6.788 182.188 208 .852 
15- 199.790 5.990 188 .025 21 1.555 
5 180.1063 19.629 141.555 218.657 
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Table 10 
\/eml ,)'co,.e of Gender Effect on S IIpporf il1g change 
Mean 
De\ iation 
male 320 207.61 23.017 1.287 
female 289 194 .96 33.188 1.952 
II statements 3 5 191.09 16.114 7.206 
4 0 
Total 614 201.52 28.904 1.166 
male 353 44.10 5.456 .290 
Group Building a school \ ision female 324 41.13 7.798 .433 .., 5 36.36 2.646 1.183 
about the change and dissemination it j 4 2 29.27 .000 .000 
Total 684 42.59 6.865 .262 
male 347 35.48 4.485 .241 
B Group Planning the process of female 328 33.51 6.245 .345 
change .., 5 33.84 4.160 1.860 j 
4 0 
Total 680 34.51 5.486 .210 
Group male 361 31.06 3.988 .210 
Leading the Change Process female 336 28.79 5.798 .316 
3 5 28.73 1.786 .799 
4 2 26.50 .000 .000 
Total 704 29.95 5.050 .190 
male 357 23.13 2.65\ . 140 
D Group Change management and female 331 
21.75 3.715 .204 
3 5 22.77 2.800 1.252 leading teaching and learning process 4 2 17.67 .000 .000 
Total 695 22.45 3.280 . 124 
male 363 
27.51 3.157 .166 
female 328 25.79 4.853 .268 
E Group Leading Human Resources. 3 5 25.34 2.215 .990 
4 2 22.57 .000 .000 
Total 698 26.67 4. 129 .\56 
male 369 18.47 2.393 .125 
F group. Local Community female 337 17 .82 2.973 .162 
Participation in supporting Change 3 5 18.64 1.851 .828 
4 2 14.60 .000 .000 
Total 713 18.15 2.701 .101 
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Regarding the second part of the question about the etTect of gender. male 
teachers shov"ed higher rcsponses in all the six clw,ters .In fact there are significant 
differences het\\een males and femalcs in fa\or of males . 1 he mean scores are 
respecti\cl} lor male 353,347.361,357,363:369; \\hereas ,the mean score of female 
teachers are.324.328.336,331 .328. 377, Thus the male teachers' average mean score 
(20.7) is higher than the female teachers' average mean score(19.4). 
It could be concluded that male teachers are more supportive to the refonns of 
education and the process of change than female teachers. In addition the new 
teachers \\ hose experience were between 1-4 years or above 15 years are more 
supporti\e to the process of change. 
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'IIAPII- R 
"Ulllmaf). conclusion and Recommendation 
Summary 
['his chapter is di, ided into two sections: the first section re\ iews and summarizes the 
findings . J he second section presents conclusions and recommendations. 
Discussion 
Research question 1 and 2 
Both questions I and 2 deal with the requirements of change management. 
The only difference between them is that one deals with the issue in general and the 
other seeks requirements of change management according to AD eW:::ichool 
Model. So. since results shown similar change requirements, and to avoid excessive 
repetition. the researcher merged discussion of these two questions as they both share 
imilar answeL. 
What are the requirements of change management necessary for secondar 
school leaders in the emirate of Abu Dhabi in light of New School Model? Close 
inspection of tables (1,23.4.5.6), it is evident that all change management 
requirement areas were needed and highlv needed. 
All six clusters shown high percentages that ranged from 83% to 89%. 83% 
of participants agreed that their school principals build shared school vision and work 
on disseminating it. " It is very important to have change vision. A vision that i 
communicated to all. People's support and their motivation is very essential to make 
change successful." (Herold & Fedor, 2008) and " The ability to manage continuous 
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change requires a consciously practiced discipline- is closely linked to the abilit) to 
dc\clop a \ ision".(Collins & Porras, 1998). 
Planning the process of change got 85°'0 of responses \\-hich is a \ery high 
percent. This might be due to the school principals awareness of the importance of 
planning in dealing \\-ith processes. Wise planning help in avoiding errors in 
managing and leading an organization. " Dynamic change cnhances development and 
gro\\ th processes continuously in response to the organization's needs. It is the result 
f extemal or intemal forces. "All parts of the organization are involved to implement 
change and realign existing values and outcomes" .(Morrison, 1998). "Rapid change 
requires flexible and easy going organizations that are run by qualified staff"'ho are 
willingl) adapting change." (Collarbone, 2009) 
Percentage of responses related to leading change process also were high 
enough and reached 88% . This shows that school principals are adequately qualified 
to successfully carry out and lead change processes. "Future principals must be aware 
of the big picture, has the ability for conceptual thinking, and leading transformation 
process of the organization through people and teruns. (Full an, 2001). 
Believing that educational change's main target is teaching and learning, it 
seems that school principals devote much of planning and hard work to increase 
teachers abilities and students leruning.86% of respondents agree that school 
principals are able to manage and lead teaching and learning processes. This can be 
justified in light of Abu Dhabi Educational Council's (ADEC) demands, which 
focuses at students achievement and local community participation. As mentioned in 
Together Newsletter's 8th issue "Principals support teachers in adopting "student-
centered" approaches in their classrooms, as the M concentrates on leruning, not 
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solely on e,aminmion results". Principal seek effective school because thev believe 
schools are \\here children learn. [t is a responsibility to all in the community. and the 
society as a whole (I unenburg & Irb)). In m) point of \ ie\\. students learning must 
be the priorit) or an) educational change process. "School principal is responsible 
for pro\ iding leadership and direction. enabling a shared vision for the school, and 
ensuring that it is managed and organized to reach its aims and goals. To achieve this 
.,uccess a principal has to establish high qual it) education by effectively managing 
teaching and learning to realize the potential of all staff and students. Principals must 
establish a culture that promotes excellence, equality and high expectations of all staff 
and students".(Richard, 2008. p 4). Also. ADEC believes that "To gain this success a 
principal must establish high quality education by effectively managing teaching 
and learning to realise the potential of all staff and students. Principals must establish 
a culture that promotes excellence, equality and high expectations of all staff and 
tudents." As mentioned in ADEC's handbook of professional standards for 
principals. 
the previous axis. the fifth axis also had a very good percentage of 85°'0 of 
teachers \\ho agreed that school principals lead the human resources in their schools 
as a requirement of change management. In fact its one of the most important 
dimensions to take in consideration when adapting change. Human capital is the main 
influencing and influenced part in change process. "Leaders act as movers or shapers; 
et the pace for others to follow; hold others accountable for accomplishing allocated 
tasks and achie\ ing expected goals; and they also control what gets done in 
implementing the change.,: (Aitken & IIigs, 2010). "School leaders are willing to 
encourage people to implement the changes and provide whatever assistance and 
guidance are necessary. They support those who are expected to implement change, 
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they also tUk.C it upon themsches to protect individuals from continuous demands of 
change. Rc~ponders see their role as making schools run smooth I) \\hile others take 
the lead in the implementation of change. fhe) are concerned that e\eryone has a 
\oice in the change process. a tendenC) that reflects their desire to please 
others."(Dukc,2004 ) 
Participation with local community is another basic professional standard for 
principals leading AD chool. 89°'0 of school principals initiate and build bridge 
\\ith local communit) as requirements of change management. 
To sum up. we can say that all percentages ofthe six clusters were very high 
and more specifically axis (4- Change management and leading process of teaching 
and learning) and (6- local community participation in supporting change) were the 
highest among all the other clusters. This can be justified in light of Abu Dhabi 
Educational Council's (ADEC) demands. which focuses at students achievement and 
local community participation. As mentioned in Together Newsletter's 8th issue 
"Principals support teachers in adopting "student-centered" approaches in their 
classrooms. as the M concentrates on learning, not solely on examination results." . 
Besides. ADEC encourages parents and partners involvement in their children's 
education. In M schools. parents are welcomed to experience the NSM first-hand 
through school visits, parent meetings. and workshops. 
Parents are provided with a chance to express concerns, and be informed about 
the signi ficant changes in teaching and learning. Principals have reported that a 
tronger home-school link is emerging as a result of parents' presence 111 the school 
and chances to see regular samples of their chi ldren's school work. 
Planning the process of change and leading human resources came second in 
most important requirements with a mean score of (85). 
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Research question 3: 
What arc the most impol1ant features that )OU deem necessary for the 
",chool principal to make it able to lead the processes or change in the light or the 
requirements or the ne\\ school model? The responses to this question is e\ ident from 
the fil1llings regarding the last open-ended question. Analyzed responses highlighted 
the dilTerellt suggestions that can be classified according the six clusters of the 
questionnaire. Most of the respondents belie\ed that school principals should be 
qualified enough to carr} change process. They mentioned ongoing professional 
development courses, high academic qualifications, adequate years of experience and 
trong personality. 
Respondents also suggested collaboration and team work in building school 
\ISlon. In Kotter's Leading Change, he suggested eight processes for initiating 
coalition (l996,P.21). "The processes are: I) To stablish a sense of emergency. 2) To 
create a guiding coalition3) To develop a vision and strategy 4) To communicate 
change vision 5) To empower Broad-Based Action. 6) To generate short tern1 wins. 7) 
To consolidate gains and producing more change. 8) To anchor new approaches in the 
culture." (Fullan.2002) clarity of goals and change processes, wise planning and 
hared decision making, encourage all to accept change and direct them to be 
kno\\ledgeable about recent studies results regarding change to mention but a few. 
Also school teachers responses revealed that school leaders must address the 
needs of all \\orking and learning at school and should cater for providing a positive 
and encouraging environment that help in implementing change. 
Research question 4: 
To \\hat extent years of experience and gender can affect teachers' perception 
towards change practices on part of school principals? Results shown that male 
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teachers are more supporti\c to the reforms of cducation and the proce f change 
than remale teachers. fhis can be related the ract that males are more flexible 
toward change and its process than females \\ ho are cautious and resistant to change . 
. ;0 males responses were more positive towards change process. Questioning a 
number or teachers in m) own schooL they justified this by saying it might be due to 
the nature or both genders. They related that women are more hesitant toward 
change because of their awareness of challenges that come along with change, and 
\\hich will require more responsibilities and skills that might not be available. Als~, 
the) related negativit) of females toward change for reason like: home 
responsibilities, considerations related to culture that hinder them from developing 
professionally . Whereas males are more enthusiastic toward change and this 
consistent \\ith their attitudes. For example, males have better opportunities 111 
developing themselves professionally, and this enables them to be ready to handle 
change challenges. 
Findings regarding the newly joined teachers whose experience are between 1-4 
years or above 15 years and that they are more supportive towards the process of 
change. Also years of experience variable impacted teachers responses clearly. 
eVvly joined teachers and those who have been teaching for more than fifteen year 
hO\\l1 positive attitude toward change process. This can be explained as the 
following : newly joined teachers are more exposed to recent studies and trends in 
educational leadership and thus they support change and reform in education. Also 
new in the field always are more enthusiastic toward change and reform. Also 
teachers who have more than 15 years of experience share the same point of view due 
to awareness of the challenges that make change a necessity and not an option. 
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onclusion 
Re\ ic\\ing literature indicates that school leaders are in demand for regular 
adaptation of changc and that an) educational change has its requirements \\ hich 
school leaders must be a\vare of. 
Based on the findings, the study has to focus on particular points that wer 
consistent with se\ eral pre\ ious studies. 
First, School principals need to develop a common and shared school vision 
and promote a culture of collaboration, support and trust. School leaders should look 
with consideration to potential teachers and encourage them to lead and distribute 
leadership responsibilities throughout the school and involve other stakeholders in 
decision making processes. 
econd, establishing strong lines of communication with and among teacher 
and students, monitoring the effectiveness of school practices and their impact on 
student learning and fostering shared beliefs and a sense of community and 
cooperation. School leaders need to understand their roles as change facilitators and 
encourage others through being a good example of change agenL. 
Third, one of the most important issues during the phase of change would be 
that ADEC should focus more on the role of the principal in the change process and 
design learning activities and experiences that foster, promote, encourage and enhance 
the formation of essential leadership characteristics in education. 
Fourth, school leaders need to be more focused on challenges of change as 
the} occur and respond appropriately to different situation, exemplifying knowledge 
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of change. Also, this can be achieved in one way through the de\clopment of staff. 
and rei) on data to !>upport decision making. 
Fifth, school management process shou ld be designed in a more flexible, 
creati\t~ and open to continuous improvement. School leaders must be concerned 
\\ ith: personal and interpersonal behm ior, focus on the future vision and purposes, 
change and de\ elopmenl, achievement and success, personal effectiveness and the 
qualit) of outcome~. 
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Reco mm end ation 
,\s discussed, research results sho\\n positi\e responses and high percentage 
aboul secondary school principals from their school teachers perspectives. So, the 
researcher agrees that although positi\e and high responses efforts must be drawn for 
more and better improvement in school principals roles and management toward 
change. Based on literature and investigation of the research topic through review of 
literature and field study the researcher recommends the following: 
1- When selecting school principals, ADEC should ensure that the principal is 
committed to change and have strong belief and dedication to implement the required 
change in the school. 
2-ADE hould also communicate its vision of change flexibly to school principals 
\\ ho in tums should transfer it to their staff in the school. 
3- ADEC is suggested to serve courses and sessions for school leaders to make them 
acknowledged about the nature ofNSM, its goals and best strategies to implement 
change. 
4-ADEC should address some training sessions for school principals focusing on 
building trust respect, collaboration, positivity, stress management, seriousness and 
dedication are some of the skills that any change leader should have when dealing 
with school and society in which change is sought. 
5-ADEC should reconsider the mechanism used in the selection of school principals 
for leading the New School Model so that the assigned principals are willingly 
encourage reform and change. 
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6-held \ isits are also im itcd to gct bcnefit from the experiences of di ITerent leader 
and c\.changing thcir c\.periences \"ith each other. This \ViII allow leaders to focus on 
thc strcngth and wcakncss points of leadership styles and provide them with option 
from \\ hich thc) can choose \"hat suits best change process in their 0\\ n schools. 
7-AD1 'C is requircd to pro\ ide P.D programs relating a change and leadership to 
enablc school principal to be in contact with the latest and fashionable trends in 
changc managements. 
- ADEC as the host orNew School Model show serve excessive courses and 
for school leaders to make them acknowledged about the nature of this 
approach. its goals and best strategies to implement change. 
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ppendix 
(Sun ey -English Ve rsion) 
United '\rah I mirates University 
I acult) of I ducation 
\-1aster Program 
Leadership In Fducation 
reetings" 
The researcher set up a field study under the title: "Change Management 
Requirements for Secondary School Principa ls in the Emirate of Abu Dhabi in 
light ofNe\\. School ModeL" This complements the requirements for obtaining 
a master's degree in Education (educational leadership). 
The stud} aims to find out the requirements for change management needed 
b} managers and headmistress in the Emirate of Abu Dhabi under the new 
chool model. The target group are teachers and teachers in the schools of 
pisode III in Abu Dhabi educationaL including the city of Al Ain. 
Given your experience in the field of education and educational. please kindl 
answered all paragraphs of the resolution objective ly, taking care to be the 
ans\\er for every paragraph objectively and accurate ly. Note that the 
information \vill be obtained wi ll be surrounded complete ly confidential and 
will only be used for the purposes of the study. 
Thank You 
Researcher: Fatima AI Ka'abi 
Leadership in Education 
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\vhat is Th c" School vlodel? 
Abu Dhabi hlucational Council launched "ne\\ schoo l model" in the academic year 
20112010. 
Based on that the "tudent is the focus of the educational process, and focuses on 
bilingual education for students through the use of a variety of teaching tools for 
students and teachers alike. 
The model also depends on the pro\ ision of facilities and excellent school facilities 
for students in acconJance \\ ith the best international standards, and to provide the 
educational ell\ ironment \\ith the most modem technology and make all the necessary 
preparations to ensure health and safety fer all students and prQ\ ide them with all 
t) pes of care. 
With regard to the nerve process instruction namely teachers, the new school model 
prQ\ ides programs trai ning and professional development for teachers for the purpose 
of sophisticated rehabilitation to follow students' performance on an ongoing basis, as 
well as promote technological use and which has become an integral part of the 
tudents' learning process and experience and the performance of the tasks, duties and 
educational presentations prepared by the teachers. 
Principals support is required for teachers in order to adopt the methods « student-
centered education» in the classroom, and f'ocuses on new ways of teaching and 
learning. It also encourages school administrators to invite parents and involve them 
in the process of teaching students . 
General definition of Leadership of Change: 
The administrative process is the process of leadership in the first place. The 
ducational administration at the same time is the practice of moral abide by a set of 
\alues and \ irtues that cannot be dispensed with. Any educational administration, in 
essence. is the process of leadership in the first place, and the ability to influence and 
motivate others to accomplish the goals of the educational institution, priorities and 
constant quest for improvement. The ability to change the essence of leadership 
development process management with its various dimensions, leadership of change 
means: « Planned leadership and organized effort to reach and achieve the desired 
objectives for change through proper scientific recruitment of human resources and 
material and technical capabilities available to the institution . 
The leadership of change focuses on how to manage and direct this efforts in the right 
direction, ,,\hich achieves the desired goals of change. 
In short leadership of change emphasizes on participatory decision-making, and relies 
on a different type of force. It is not imposed from the top or from above, but 
protrudes through teamwork with others, help them find more meaningful and deeper 
aims for their work, and it is the wise investment of individual potentials in order to 
reach better problem solving and cooperative school. 
90 
The Questionnaire 
First: Demographic Information 
1- SpecialiLation 
2- Genders : 'v1ale ( Female ( 
3- Oualifications : 
( ) Diploma. 
) Bachelor 
) I\1aster 
( )PHD 
4- Years of experience as a teacher: 
1--
6-10 
11-15 
16-20 
econd : Survey question 
The ne\'" school model requires 
ince the appl ication of the new school model requires managers and leaders of 
educational change and believes exercising the different processes of change. This 
survey with the six axes tries to investigate the availability of the items that are 
required for successful leading of the New School Model (NSM). 
Please answer the following questions put checkmark in the space provided her with a 
note that the degree of approval of an item as follows: 
1- Strongly Agree 2- Agree 3- Not Sure "-Disagree 5- Strongly Disagree. 
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I-Building School Vision About Chan_ge And Its Dissemination 
Questions Strongly Agree Not Disagree Strongly 
agree Sure disagree 
The school principal.. ... 
1- Conveys the content of 
the vision in a manner 
that motivates 
employees to work on 
accepting change. 
2- Has a clear vision of the 
objectives of the change 
that is looking to achieve 
for the school. 
3- Confirms that the 
function of the school to 
accept change an make a 
difference in society. 
4- Is keen on identifying 
the views of interested 
parties about the 
processes of change 
required. 
5- Encourages the 
participation of members 
of the family to 
contribute to the school 
plans of change 
6- Possesses the necessary 
skills to spread his 
vision of change among 
others. 
7- Is committed to adopt 
the values of change. 
8- Convinces others around 
him to adopt the values 
of change. 
9- Assigns school members 
to search for the most 
important results of the 
studies and research 
related to the change in 
the operations of school. 
10- Presents a model of faith 
and practice of change. 
11- Shows the compatibility 
between the values and 
beliefs about change and 
see the school in this 
area. 
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2-Planning The Process of C hange 
12- 1 la\ e SlI fficicl1t insight 
to tk\clop plans (or 
change. 
13- Trn'oh es members of the 
school community in the 
process of de\eloping 
plans for changc 
opcrations , 
14- Cares about cducating 
school ramil) about the 
policies and procedures 
of change. 
15- Dctermines change goals 
precisely. 
16- Puts plans liked to the 
professional 
de\elopmcnt of 
employecs to serve the 
requirements of change 
process. 
17- De\'elops a plan to 
irnol\'e parents in the 
change. 
18- Plans to change in line 
\\ith the objectives of 
the educational process 
and objectives of work. 
19- Have the ability to 
identify problems 
associated with change 
and analyze it. 
20- De\'elops specific and 
workable plans. 
3-Leading the change process 
21- Works to achieve the 
requirements of change 
through the adoption of 
the best a\'ai lable 
options. 
22- Confirms the ability of 
individuals to 
understand the processes 
of change and its causes 
and the method used in 
the implementation. 
23- Works on the formation 
of team works to lead 
the processes of change. 
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24-1,> keen on building 
bridges or effective 
communication betvveen 
members of the school 
communit} for the 
comluet of the process of 
change. 
25- Is interested in 
prescn ing the incenti\es 
5) stem and encourages 
talented teachers to lead 
the process of change. 
26- Invests competencies 
and skills enjoyed by 
ever} member of the 
school staff to sene the 
processes of change. 
27- Is keen on taking 
advantages of feedback 
from members of the 
school cOl11l11Lmity to 
promote the path of 
change processes. 
28- Publishes culture of 
change and development 
among members of the 
school community. 
"-Change management and leading the process of teaching and learning 
29- Have the skills to be 
capable of managing 
educational programs 
that serve the process of 
change. 
30- Meet the educational 
needs of all students to 
serves the process of 
change. 
31- Work to consolidate the 
values of work that keeps 
the spirit of the change 
and developments such 
as: responsibility, 
cooperation and, 
honesty ... etc. 
32- Directs and helps 
teachers with regard to 
improving teaching 
methods 
33- Supports educational 
practices through the 
94 
pro\ ision of constructi\ e 
remarks. 
34- .\"sesses the qualit) of 
education pro\ ided in 
order to de\elop training 
programs and 
professional dnelopment 
for teachers. 
35- PrO\ ides an opportunity 
for outstanding teachers 
to he role models for 
students. 
5-Leading human resources 
36- Belie\ es that the school 
staff are to make a real 
engll1e. 
37- Communicates 
effectively \\ith others in 
order to strengthen the 
processes of change. 
38- Provides a working 
environment appropriate 
to meet the needs of the 
processes of change. 
39- Providing the school by 
human resources to 
achieve the change 
processes. 
40- Is keen on providing the 
school the resources to 
achieve the change 
processes. 
41- Invests the capabilities 
and potential members of 
the school community for 
the purpose of activating 
the processes 
42- Strengthens the 
management team to 
serve the processes of 
change required. 
6-Local community participation in supporting change 
43- Works to promote 
effective communication 
between the school and 
the local community to 
serve the presences of 
change according to the 
New School Model. 
9S 
44-] las always emphasi7ed 
the necessity of 
acti\ating the modern 
communication method 
to de\ ole thought changc 
\\ith the school and local 
community. ~------ --~----~------r----------r-------r--------+--------+------~ 45- [mites parents and 
ommunit) mcmbers t 
discuss the issues of 
education to serve the 
processes of change 
necessary to ensure the 
functioning New School 
Model. 
46- Works to pro\ ide 
utrcach programs to 
parents of students so as 
to hclp promote a culture 
of change. 
47- Honors those actively 
involvcd in the 
dissemination of the 
process of change. 
- W hat are the most important fea tures that you deem necessary for the school 
principal to make it able to lead the processes of change in the light of the 
requirements of the new school model? 
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